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PRFACE
-

We are pleased to present this Handbook for the4reparation

of Educational Personnel in Career Education.- The handbook con-

tains a set,of related elements designed to a.ssist persons in

higher education who are concerned with preparing educational

personnel'in career education.

[here is a societal and state mandate for the incor-

poration of career education in each-of today's'educational

institUtions, including those in,higher education. It is also

true that the derivation and presentation of instruction in

higher education'is the cherished prerogative of each professor.
q

Accordingly, we have conceived a handbook to assist professors
1,

t6 meet the career development needs of our society, which at

the same time respects their profesSional judgement2 in parti-
.

cular university settings.
4'

The content of this handbook is based partly on our--exRer-

ience at Northern Illinois University, and Partly oh prior exper-

ience in career education.

The authors assume full r6sponSibility for the organi-

zation and presentation of this handbOok, and for the positions

taken herein on various matters, but of course the work -ts .rwt.

solely our.creation. The work proceeded in collaboration with

many of our colleagues at Northern Illinois University.

What finally emerged as the-basic career development

vi
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._f model was greatly assisted irt.proc9ps by creative dialogue with

members of the Counselor Education.Division at Northern Illinois

University. This faculty is currently experimenting 'with proce-
,

dures for implementing the model. Members of this faculty are:

Ronald Anderson, John Axelson, Betty Bosdell, George Hoiden,

Harry Husw, Bruce Kremer, Edward J. McCormack, Keith McDonald,

Anna Miller-Tiedeman, Robert J. Nejedlo, Cornelius' Patterson,

Wesley Schmidt,.and David V. Tiedeman. Gradilate students ir

Counselor Education who:assisted materially were jim Jorgensen,

Linda Pool, and Linda price,

The courses-developed and taught during this one-year

project invol-.Pd the following members of'theiColleges of

Business, Education, Liberal Arts and, Sciences, and Professional

Studies at Northern Illinois University: Richard C. "..rickson,

Michael.A. MacDowell, Edward J. MoCormack, Anna Miller-Tiedeman,

Robert J. Nejedlo, David V. Tiedeman, 1Nalter J, WernicIA: and

Ruth Woolschlager.

The 'overall preskervice career education program at

Northern Illinois University, which so materially affected the

' adMinistrative recomplendations in this:handbook, was-developed".
. .

in collaboration with the following meMbels of -the Colleges of

Business, Educatipn, Liberal Arts and Sciences,,and Professional

Studies at Northern Illinois University: Brino J. D'Alonzo,

Richard C. Erickson, Keith Getschman, E. Edward Harris, James

E, Heald, Betty J. Johnston, Michael A. MacDowell, Edward J.

vii
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McCormack, Robert Nejedlo, Cornelius yatterson, Edwin L.

Simpson, William D. Stark, Howard STern,.David _Terry, David V.

Tiedeman, James C. Warneri Walter J. Wernick, Jerome G. Winn and

Ruth Woolschlager.

,We exprcSs our appr4ciat3:on to Mr. William E. Reynoldt,

Mr. Richard Hofstrand, and Ms. Peggy Pool, of the Illinois
e.
Office of Education, for administrative assistance, confidence,

and genuine academic freedom concerning our work&

Our thanks to members of the Illinois University

Occupational Education Coordinators Council, and particularly
-

to Northern Illinois Univursity's own representative, Dr.
--

Richard Ericksonfor Consultation services.

.146 make.particular m;=.ntion .of 'the management-by-objectives

handbook nZEIVIDIA, published by,the State Department of Vocational

andtTechnical,Education, Stillwater, Oklahoma, and the handbook,

Supervision in Teaching, publishe6 by-the Teacher DeVelopment

Program.of the Church of Jesus Christ of iiatter-Day Saints, a$

valuable resources in the conceptualization of thls wortic.
,

Our gratitude to MS. >Tan Shapiro, who served as secre-'

tary throughout the project.

DeKalb, Illinois
June 30, 1976

viii
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Edward J. McCormack
Linda J, Pool
David V. Tiedeman
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CHAPTER 1

RAtIONALE FOR THIS HANDBOOK

-This handbook addresses the question of how.to prepaxe
eis

educational personnel to accomplish career development in the' .

schools. F6r the past few years, great effort hap been put forth

by school districts in the fifty states to conduct inservice

tnaiding in 6areer education. This has advanced carecrr- develpp-

ment in the public schools. However, the fact'that most sch.)ol

districts lave new personnel every year has naturally led, to the

desire for preservice training to complement inservice training.

A racent national survey conducted by the American Institutes

for Research clearly identified a desire for presvice prepa-

ration of educational personnel in career 'education,1 States

were asked to rate priorities of specific.actions that might
1.0

o. .t.
1

be undertaken by t1 federal government in support of career

education. Table 1.1, summarizes the responses received. .

The highest vriority,was given to support for the developL

ment of preservice teacher training programs, The deXt highegt

priority wag to provide a unifying leadership for-career education

b activities throughout all states. The,need to support the inser-

1American Inst,itutes.for Research, "Career Education in
the Public Schools, 1975: A National Survey." Palo Alto, 1976.
(Mimeographed).

1 0
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Support development of
career education curri-
culum, materiala

Support research into
job market predictors
and trends,

support development of
local school district
staff

Support development of
'preservice teacher
training programs

Provide incentives for
participation by
pri:fate sector

ProVide avenues for in-,
creased communication of
innovati're techniques,
for career education.

ProNade'a unifying.
ltaderstap for career
education activities
throughout all states

High Med°
;

Low .
Should

not
,

Total
N# % # % # % # %

20 54 11 30. 411 2 5 37 :

15 39 18 47 3 8 2 5 38

26 68 8 21 2 5 2 5 38

31 82 5 13 1 3 1 3 38

_15 41 17 46 4 11 1 3 37

20 5,3 14 -37 .11 0 0 38

30 79 4 11 3 -3S'

Table 1.1

.Rated Priorities of Specific, Actions That Might

SleUndertaken hy the Federal Government

.?
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vice development Of loCal school district staff was the third

highest priority reported.

This handbook identifies and discusL;eg some baFic elements

needed-to create a preservice.Ldreer education program on a uni-

versity campus. ITI the aggregate, the elements mentioned consti-

tute a sufficient number of things to permit a campus to get

involved productively in career education Som may

suggest one or mare inclusions.or exclusionS, and h t is,good.

We undoubtedly do need their advocacy or denia o Improve our

view of thingg, and we wish we had the_benefit of it as of this

writing.

This handbook is intended for university.level prac-

titioners in preseiwice career education. We hope that Our

apprOach will make an adequate basic statements help universi*-11,

personnel iMplement preservice career education with rci.ative

eaSe in a f$st-moving daily life, and leave prof.,ssional

personnel free to develop and enrich local ,.:urricula as their

resources, interests, and opportunitiJs permit.

In writing this handbook, we have tried to be brief,

simple, direct, and clear.

We wish to be ',fief because we know that university

2
personnel are extremely busy people. They are also aood readers

and do not require or desire elaborations beyond what is needed



to get the job done. We wish to cooperate with this reality by

offering concise statements of our basic understandings and

suggested procedures.

We wish to be simple bedause simplification o complexity

effectively guides practice, when such simplicity remains true

to the cotplexity it embodies.

We wish to speak directly to the core of what is wanted

to do preservice career education and to be free of lengthy

persuasions,-obvious qualifications, and side issues.

We wish also to be clear so that our basic concepts

and specific suggestions will be immediately obvious.

If we can- be brief, simple, direct, and clear, and also

make a useful statement on conditions necessary to do preservice

career education on university campuses similar to ours, we

shall be pleased with this first edition.

In addition to.the above criteria concerning this

handbook, the fallowing comments concernina the transpor-

tability of our work are appropriate. We think all recognize,

with us, that diver§ity in offerings, organization, and person-

fel will make creative work a necessity on each campus where

this handbook.might be read.-. No finished instructional-pattern

is transportable from,any one of our associated universities

, to anv other one for use intact:. Therefore, we are 'not

13
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attempting to send "the" instructional systerSto our associated

campuses. Our effort is to help capacitate those creative indi-

viduals who may undertake the development of preservice preparation

in career education on their respectiiie campuses. .Accor'dingly

our stance is not to send a completed instructional system,

but to specify and discuss elements of such a system which

contributors here at Northern Illinois University believe are

necessary for developing and implementing a preservice prepa-
*

ration program in career education.

Though w*include a Resources section, it'is not opr

purpose to redo the many fine pieces of work done and being

done in many states and universities in and out of Illinois .

on objectives and materials in career education. Our central

purpose rather, is to create a workina handbook to guide

the organ4mation of,existing resources, including instructional

objectives and materials, into a preservice preparation program

in career elucation:

We hope that people on other campuses will find our

handbook useful as a reference in_their own work of findina,

creatina, and arranging elements locally for the purpose of

creating a preservice preparation proaram in career education.



CHAPTER 2

WHY CAREER EDUCATION?

Introduction

Career education is a solution, not a need. As a

solution, career education addresses the career development

needs in our society.

What, exactly, are the career development needs in our

society which career education addresses? We present these

needs in two ways. First, we identify the basic career devel-

opment needs of any society by abstracting a few basic principles

from the writings of four persons involved in a contemporary

dialogue on career development: Donald Super John Holland,

David Tiedeman, *and Robert O'Hara. Second we include some in-

formed opinion concerning the career development "scene" in

America.

$4e conclude with a discussion on how career education

acts to meet the career development needs in our society.

15
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Career Development Needs' in Our Society

Donald E. Super

Donald Super, a professor in Counseling and Guidance

at Teacher's College, Columbia University, formulated ten propo-
--.,

sitions to organize his thinking about career development. The .

propositions are reproduced here for ease of reference,

Super s Ten Propositions on Vocational Development

1. People differ in their abilities,
interests and personalities.

2. They are qualified, by virtue of these
characteristics, each for a numberof occupations.

3. Each of these occupations requires a charac-
teristic pattern of abilities, interests, and
personality traits, with tolerances wide enough,
however, tc . allow both some variety of occupations
for each individual and some variety of individuals
in each occupation.

4. Vocational preferences and competencies,
the situations in wnich people live and vork,and
hence their self-concepts, change with time and
experience (although self-concepts are generally
fairlv stable from late adolescence until late
maturitv), making choice 'and adjustment a continuous
process.

5. This process mav be-summed up in a series
of life stages characterized as those of growth,
exploration, establishment, maintenance, and decline,
and these stages may in turn be subdivided into
the fantasy, tentative, and realistic phases
of the establishment stage.



6. The nature of the career pattern (that is,
the occupational level attained and the sequence,
frequency, and duration of trial and stable jobs)
is determined by the individual's parental socio-
economic level, mental ability, and personality
characteristics, and by the opportunities to which
he is exposed.

7. Development throagh the life stages can
be guided, partly by facilitating the;process of
maturation of abilities and interests and partly
by aiding in reality testing and in the develop-
ment of the self-concept.

8. The process of vocational development is
eSsentially that of developing and implementing
a self-concept. It is a compromise process in
which the self-concept is a product of the inter-
action of inherited aptitudes, neural and endo-
crine make-up, opportunity to play various roles,
and evaluations of the extent to which the results
of role playing meet with the approval of superiors
and fellows.

9. The process" of a compromise,between
individual and social factors, between self-
concept and reality, is one of role playing, ,

whether the role is played in fantasy, in the
counseling interview, or in real life aCtivities
such as school classes, clubs, part-time work, and
entry jobs.

10. WOrk satisfactions and life satisfactions
depend upon the extent to which.the individual
finds adequate outlets for his abilities,
interests, personality traits, and values; they
depend upon his establishment in a type.of work,
a work situation, and a way of life in which
he can play the kind of role which his growth
and exploratory experiences have lel him to
consider conaenial and appropriate.

1
Donald E. Super, "A Theory of Vocational Development,"

American Psvcholocist 8 (1953): pp. 189-190.

IT
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Propositions one, two, and three, for the most part,

affirm_the necessity of taking the psychology of individual dif-
-

ferencesinto account when thinking about career development.

The psychology of self-concepts is introduced in propo-
_

e

sition four and related to developmental psychology in propo-

sition five,

Proposition six draws attention to factors with which

the psycholc4ica1 self interacts. Commonly, we organize these

factors under "heredity and environment." Under heredity, we

include things such as aptitudes, neural and endocrine makeup,

and mental ability. For our purposes in this, disucssion, we shall

include these,inherited, biological factors within the concept of

self, &long with psychological factors, and continue on to the

environment.. Under environment, factors such.as parental socio-

economic level, the opportunities to play various roles to which

the person is exposed, flux in the socio-economic systems approval

of supervisors and pecrs,-and characteristics of occupations

are mentioned. The environmental factors listed here are often

collectively referred to as "the socio-economic system."

Therefore, we may absract two broad considerations from, these

first six propositions--self and system.

All of the other considerations iR the ten propositions

pertain ta the integration of self and system, for the mutual

a
ar.

1 8
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satisfaction of both self and _the system. Reference is made in

propositions foul, six, seven and eight to the fact that.the

system plays a variety of roles in shaping career. ReferenceNis

made in propositions four, five, and ten, in particular, to the

fact that choice is operating in theself in shaping one's career.

Finally, propositions. eight, nine, and ten are especially explicit

about-the "comproMise" between the self and the system that is

and becomes a carcer. That is, the self meets the system in-a

position held by -c.he self. And, the pbsition to be held by the ;

self, ana the role(s) to be played by the self in the position

held, are both matters of "compromise" between the self and the

system or the self and society.

So the main considerations in career development are

self, system, and compromise in a position/role. For complete

_information on Super's work, we refer the reader to the SUper

reference in the attached bibliography0

John L. Holland

Another popular line_of thought in career deVelopment con-.

cerns the possibility of there.being types of people and types of

'work environments. Happiness, here, is the reasonably good fit

of a person with a certain personality type to a congruent -work

environment. John Holland, for example, postulates six personality

types amona people, and six corresponding types of work environments.



The types of personalities and corresponding work environments
4.

postulated by Holland are as follows:s realistic, investigative,

social, conventional, enterprising and artistic.2

The point of commonality,within types is that people of

the same type are thouaht to prefer similar types of work activi-
1

ties by which to meet th6 career needs common to all of us: income,

recognition, petsonal growth, service, etc. If this be so then

it follows that pt?ople of similar type will cOme together to

create, and work in, environments where their preferred activi-

ties can be engaged in and where people Of siMilar type can

associate together. This process, it is postulated, creates work

environment types corresponding to the six personality types.

The drama in the line of thought, once again, is in its

implications for the problem of integrating the :self and system,

to the satisfaction Of both the self'and the system. For example

one way to use John. Holland's line of thought to loOk at

sel-s77s-tem, integration is shown in figure,2.1. The points we

wish to emphasize in conceivina figure 2.1. are:

1. The seLf meets the system-in a role settina.

2. The work settinitself, and the role(s) carried

out by the self in thal- setting, are creations of both the self

and th system.

3. The career setting and the role(s) played by the self

-John L. Holland,- The PsYtholoav of ,Vocational Choice: A
Theory of Personality Types and Environmental Models (New York: Ginn,
1966), passim.

20
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in that setting are the result of compromise:s between the needs

of the self and the needs of the system to the extent that the

role expectations of-the self and system are not exactly congruent.

The broad aSsumptions again are that there are six types

of personality based on types of coping styles, and.that there

are six types of career environments created by people of these

six personality types. A high integration of self and system, to

the satisfaction of both, occurs when congruent matching of

personality and environment is Schieved. -

In prattice'the six types are used as ';ideal types,"

not assertions that reality fits the types precisely. Also,

allowance is made for a given person displaying more than one of

the dominant types of coping patterns in career. However,

our purpose here is not to explicate the theory elaborately,

bdt simply to show that it is concerned wit. h self and system,

and self-system intearation. For further information on the
-

theory we refer the reader to the Holland references in the

-attached biblioaraphy.

David V. Tiedeman and Robert P. O'Hara

-

A third line of thouaht about career development,

developed by Tiedeman and O'Hara, draws on systems thinking and

social-psvcholoaical concepts concernina ego-identity formation. 3

3David V. Tiedeman and Robert P. O'Hara, Career Develonment:
Choice and Adjustment (Princeton: Coileae Entrance Expmination
Board, 1963), passim. -

22
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Ego identities are thought to evolve from psycho-social4or

self-system) interactions. Career development, or the for-

mation of one's career identity, occurs in those psycho-social

interactions that are experienced in one's vocational life.

T'Wo.complementary psycho-social processes are thought to

contribute heavilyito ego-identity formation--differentiation and

-integration. These concepts are related to systems thinking and

can be briefly conceptualized aS follows.

1. A system may be conceived of as two or more parts

censtituting a whole, by virtue of some functional relationship

-between those parts.

2. The parts of a system may be in a state of dynaMic

equilibrium one with another. This may be referred to as an

"integrated" state.

3. Should the parts of the system lose their state of

dynamic equilibrium and enter into a more "fluid" state; i. e.,

when, for the present, the parts are no longer-standing in

functional relationships one to another, the system may_be

referred to aS "differentiated."

4. If persons are seen as parts of. a social system with

their functional relationships one to another defined by positions
&.

and roles, then it can be* said that as career roles change people

are simUltaneously differentiating and integrating, depending on

which system involved you have reference to. For example, the_

- typical public school student is differentiated from the high

2,3
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4

school social system at the end of the twelfth public school year
4

and is integrated into some other social system. The drbp-out may

be viewed as prematurely differentiated from high school and

possibly as not well integrated with a post .igh school system,

as a result. As such differentiations and integrations occur,

the career- related ego-identity is formed, which is the essence

of career development for Tiedeman and O'Hara. Once again we see

that the universe of discourse revolves around the timeless
-

question of self-system integration. How can the self and system

be integrated t,o the satisfaction of both?'

The complete line of thought details the decision-making

processes that are thought to accompanv social differentiation and

integration, but that line is beyond the purpose of this dis-.

cussion. For these elaborations we refer the reader to the

. Tiedeman and O'Hara references in the attached biblIliography.

The brief synopses of only three lines of thinking about

career development are included here to introduce "the need for

career education" at its most faindamental le*a.

Having abstracted the elemehts of self, system. and inte-

aration of the two from the career development thinking of

Super,'Holland, Tiedeman and O'Hara and their associates,. we

see that they are engaged in a dialogue revolving around one

basic question. How-can we integrate self and system to the satis-
.

faction of both? -
Precisely speakina then, we do not "need" career education.

2 I ^
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What we need, like all societies, is a harmonious and fert:.le

integration of self and system. Career education is part of this.

society's attempt to meet its need for self-system integration.

The Career Development Scene in America

Having identified the basic career development problem all

societies have in common, it remains to ask, "How is this country

doing in self-system integration? Is our need for such inte-
.

1g-ration being adequately met, or not?" We attempt a concise

answer to these assessment que'stions by ineluding some recent

Commentary by informed observers.

Robert L. Darcy and Phillip E. Powell
.-

Technological advance and autoMation provide a dramatic
illustration of wha is.happening to jobs in a changing
economy. = It i5 estimated that every year some 2 million-jobs
are affected by:technological change. During the 1970s,° more
than n million jobs will be either altered or eliminated by
technology.4

The fact is that not even a panel of vocational education
experts set up bv the President of_the United States a. few
years ago could determine what skill training people should
have so they could be usefully employed 10 years hence. The
nation has_reached a point in its economic life where it is
not possible to tefl whether a given forM of training will be
adequate for a man or a woman as much as 10 years in the future.

Youna people enterina the manpower market in the 1970's can
cxpect to have 6 or more different jobs durina theii productive
lifetimes.6

4Robert L. Darcy and Phillip E. Powell, Manpower and Eco-
nomic Education (Denver: Love Publishing Co., 1973), p. 206.

,

5
ibid., p. 322.

_

ibid., P. 327*
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(The National Advisory, Colincil
for Career Education .

0

The following are e%cerpts from the first formal report
0

of the National Advisory Council for Career Education.

N_

Public Attitudes and Career Education

Gallup Polls and National Institute of'EducatiOri ('NIE)
surveys have repeatedly-demonstrated that Americans 4a1ue,
education primarily as preparation for work, ):ettei_joI-,s and
economic success. A 19-2 Gallup Poll, for example; Concluded
that _Americans are praLL.ical.people 'who firmly beileve that
education iS the royal road to sucdess in life.' When-asked.
why they wanted their children to get-an education, 44 percent
replied 'to get better, jobs;' 38 percent answerd 'to make
more money, achieve financial_success.' A 1973 Gallut. Poll
asked 'Should Public Schools give more emphasis to a:stady
of trades, professions, and businesses to help studrs
decide on their careers?' The responses were:

Yes, more emphaSis :90%
.

No 7%

No opinion 3%
a

A 1973 study for the NIE found °a strong and consistent
preference-7for job skills above all other outcomes° of a
high school education.' Virtually all Subgroups of the popu-
lation agreed on the primary importance of job skills. What
makes this evidence even more compelling is that these polls
were tak'tn before the decline in the economy became moSt
apparent. A recent Department of Labor study indicated that
of 55,000 students graduating with Bachelor's degrees in
psychology next spring, only 4;500 will find.jobs related to
their field. The uncertainty of the economy and the worsened

- employment picture suggest that such factors will increase -

public support .for career educatiQn.7

7 .

Nataonal Ldvasory CvuAcil for Career-Education, Interim,
Report with Recommendations for Lecislation (Washington, D. C.:
Government Printing Office, 1975), p. 20-21a
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Conditions Calling for Educational Reform

The ctiticism currently leveled'against American educatidn
for failing to prepare students for the world of work are
identified in the Office of"Education policy statement on
career education%.

1. Too manypersons leaving our educational system are
deficient in the basic academic,skills required for adap-
tability in today's rapidly changing society.

2. Too many students fail to see meaningful relation-
ships between what they are being asked to learn in school and
what they will do when they leave the educational system.
This is true of both those who remain to graduate and those
who drop out of the'educati,onal system. .

3. American education, as currently structured, best
meets the educational needs of that minority of persons.who
will someday become college graduates. It fails to placer
equal emphasis on meeting the educational needs of that
vast majority of students who will hever be college graduates.

4. Amevican education has not kept pace with the rapidity

of change in the postindustrial occtipational society. As a

result, when worker qualifications are compared with job
requirements, we find overeducated and undereducated workers
present in large numbers. Both the boredom of the oVeredu-
cated worker and the frustration of the unlereducated Worker
have contributed to growing worker alienation in the'total
occupational society.

4"0

5. Too many persons leave our educational system at
both the secondary and collegiateNtevels unequipped with the
vocational skills, the self-understanding and career
décisionmaking skills, or the work atti:tudes that are essen-.
tial for making a successful transition from school to work.

6. The growing need for and presence of women in 'the

work force has not been reflected adequately in either the
educational or the career options typically pictured for
girls'enrolled in our educational system. ,

.7. The growingineeds for continuing and recurzent
,educatioft of adults are nalI.being met adequately by our
current systems of public education.

8. Insufficient attention has been given to learning
opportunities which exist outside Lhe structure of formal
education and areincreasingly needed by both young and adults

in our society.
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10. American education, as currently structured, does
not adequately meet the needs of minority or economically
disadvantaged persons in our society.

11.. Post high school education has given insufficient
emphasis to occupatiohal educational.programs in harmony
with academic programs.

Each of these criticisms centers on the relationship
- between education and future employment opportunities'of
individualsz8

The Natiolia:. Advisory Council
on Vocational Education

The following are excerpts from the naticnal policy on

career education which was adopted in September 1974 by the '

National Advisory Council on Vocational Education.

A National Policy on Career Education

Three years ago, the Commissioner of Education made a
courageous appeal for a new sense of purpose in American
education. He proposed that we reorder our whole education
effort around the new concept which he chose to call 'career
education.!

His call triggered a quiet nevolution in American educatic
The Commissioner said:

Education's most serious failing is its self7induced
voluntary fragmentation. The strong tendency of
education's several parts to separate from one another,
to divide the enterprise against itself

I propose that the universal goal of American education,
starting now, be this: that every young person completing
our school program at grade twelve be ready to enter
higher education or to enter useful or rewarding.employ-
ment....

This appeal has been widely misconstrued
makers, and thus its far-reaching nature
stood. . 'Career education° is NOT simply
we now call °vocational education.' The

by educational policy
has been misunder-
a new name for what
Commissioner was
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not saying that our concept of vocational education should
be somewhat enlarged and the enlarged concept;called 'career
education.' Nor was he saying that new programs in some-
thing called 'career education° should be developed.at the
cost of N7ocational education.

He,was,saying something much different and much more
fundamental. He was saying that the old distinctions which
have cripplea our educational effort should te forever laid
aside and a new unity pf purpose be expressed by a new
universal term: °career education.'

Zight now we have a bewildering variety of designations
withoin the educational system, but the principle ones are
these:

College preparatory education
Vocational education

- General education
These terms have come to suggest choices which need not be
made, distinctions which have no meaning, divisions of what
is really indivisible, and conflicts where none need exist.

Our thought and our practice about education should at
last be integrated. The result of this integration should
be called °career education.? It would come about when
American education emphasizes preparation for work as a
prominent and permanent objective of the public schools.
We are not appealing for °separate but equal° attention to
vocational education in the overall system. We are insisting,
rather, that ,career education.is a UNIVERSAL necessity, and
requires the integration of ALL our educational resources.
Moreover, ,the concept has been extended to include unpaid
work as well as the world of paid employment. The concept
has swept the country. There is hardly a state in the nation
that is not experimenting with some form of career education.
The Commissioner simply veybalized a nearly universal con-
viction: that American education has drifted away from any
sensible intention, and needs--desparately--to be brought
back on course. He provided a vital point of focus, and gave
a thwarted movement a sense of direction ald legitimacy.
The consequences--by any measure--have been enormous. But
not nearly enough.

There is still a deepening public discontent. Antagonism
to the educational establishment is becoming epidemic.

Late last year, the Harris Organization released some
updated measures of the people's confidence in the leadership
of American institutions. The results were hair-raising. As
retently as 1966, sixty-one percent of the people expressed
°a great deal of confidences in education's leadership.
Since then, that figure has fallen to an alarming thirty-three
percent, and it is still falling.



21

clear enoUgh on the surface. People want something from the
educational establishment that it is not now delivering. the
message is unmistakable. If education is to,regain the con-
fidence of the people, it must produce results that make
sense to people.

We believe that the public wants two things: one very
consciously, the other more subconsciously. The public's
conscious demand is a demand that eaucation be made relevant
to the world of work. What vocational educators have known
for years--that America is miseducating a good number of its
young people--has, at last, become an article of the conven-
'tional wisdom. But the public's subconscious demand is
another matter altogether. It is a demand that education
be made more relevant to the achievement of the good life.

Today, most peoplc are aspiring to examine and experience
a range of life's possibilities'that has been an option to
no more than a tiny handful. We have educatedslarge numbers
of people in the liberal arts, but the practical arts and
the fine arts have been reserved for a few. That must now
change. The education of isolated, specialized elites is
a thing of the past. A new mass.aristocracy is demanding
preparation for participation in the laraer human experience,
and educators must provide it. The need, clearly, is for the
prompt integration of our fractured system of education
around the concept of career education. And the people
know it.

Encouraged only by official rhetoric and some largely
symbolic Federal action, local communities are responding
to the obvious need for reform withremarkable imagination
and determination. The grass roots activities in this area
have overwhelmed educational policymakers at the state and
federal levels as no other movement in the history of
American education. They are doing it largely with vocational
education money, but unfortunately, too often at the cost
-of vocational education's own needs.

In the last three years close to a third of all school
districts in America have initiated career educational efforts.
Over thirty-five state departments of education have.appointed
career education coordinators. At least twenty state boards
of education have passed resolutions supporting career
education.

Clearly, the career education movement has powerful
momentum. But it has been, so far, largely a state and
local movement. It has the support of a dramatically inclu-
sive cross-section of the country: business and labor,
rich and poor, black and white, urban and rural. The
opposition is coming, predictably from a few educational
elites. But their response is largely hysterical, and based
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sopherb and expand the macbine shops. Other critics refuse
to recognize that the diversity of definitions about career
education is, in fact, a positive force that encourages a
variety of responses, reflecting more accurately local needs.

Still other barriers need to be overcome. Most activities
in career education to date have taken place at the elemen-
tary school. Little has happened at the high school or
community college or university level.

What we most need now is ACTION. We have an unmistakable
sense of direction. We-now peed a united, cohesive effort
to make career education,,in which all the arts of education
are integrated, a universallreality, and we need it now.

Frankly, we are getting tired of the endless talk of
change. We are tired of all the studies that simply restate
the need for change. We are getting tired of exhortations
to change. We must stop talking about change and start
changing. We must come to understand the processes which
permit us to resist the kind of changes we know are abso-
lutely essential. We must somehow repeat irrelevance in
American education.9

This brief assessment of our situation, by social statistics and

commentary, reveals that our country has partially succeeded in

integrating its members into the whole in socillly and personally

satisfying ways. What remains is to expand the great integrative

success story of this country to include the many other individuals

yet to find socially and personally rewarding positions and roles

to play in our society. This is one of our great needs in America

in 1976.

Career Education: A Partial Solution

Career education is one sector's attempt to address the

need in our social system for congenial self-society integration.

National Advisory Council on Vocational Education,
A National Policy in Career Education (Washington, D. C.:
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Broadly conceived, the thrust of career education is to increase

the power of individuals to live their own lives; i. e., to develop

their decision-making powers, to increase their life-skills; and

to facilitate the implementation of their career decisions.

Decision Making

Many people have observed that a person will decide tc

treat a thing the way (s)he defines it. In the case of career

decision-making this means that a person will base his or her

decision about a career alternative on his or her own definition

of that alternative.

Before we can define any alternative so that we'll know

how we want to treat it, we must 'develop a model of the ideal

alternative. Let us pursue the example of the decision made

in a house purchase. One meets with a real estate salesperson

and is shown, let:'s say, five alternative houses. What does

one do? The astute buyer has a model in mind. How so? *He or

she has gathered together the salient features of a "good" house.

These are commonly understood to be sound construction, beauty,

economy, convenient locatibn, and the like. Also, some personal

criteria have usually been added to the commonly held,criteria

to create a personal model of a "good" house. The buyer operates

from the model to the alternative, comparing each alternative

to the model while also allowing the alternatives to suggest

new criteria for the model. Those alternatives that satisfy the
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model are defined as "good," and treated that way, i. e., considered

for purchase. Those alternatives that do not fit the-model are

defined as "bad" and are treated that way, i. e., they are

2

rejected. When a given alternative satisfies most o the salient

criteria of the model, and no other obvious contradi tions appear,

that home is purchased.

The,buyer has two main problems.. First she or he must

identify the criteria of a "good" house so as to be able to build

a model of one. Second,.the buyer must get enough accurate infor-

mation about a given alternative house to be able to tell whether

it satisfies the criteriain the model or not. Until the buyer

can accurately define the alternative by comparing it to an ideal,-

she or he doesn't really know what decision to make about it.

The above paradigm holds true in career decision-making,

and it helps to clarify the task of the educator interested in

career development. A career decision may be defined as a decision

by an individual about alternative ways of integrating him or

herself with the system. Again, the person must define a career

alternative before he or she knows what to decide about it.

And, the person must have a model to use to define the alternative(s).

If each career alternative is actually some alternative inte-

gration of self and society, then two kinds of models are needed

to evaluate each career alternative, models of self and models

of the system. Models of the self are built from self-concepts;

4 4, m m1-1.^174.
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physical attributes, mental attributes social attributes, and

philosophical-spiritual attributes. SimiJarly, a model et the

system is a collection of concepts about various subsystems of

society, such'as: the economic system, the political system, the

educational system, the military system, the Nusines3 and

industry system, the employment system, the ecclesiastical system,

the entertainment system, the transportation system, and others.

The task of the career decision-maker is two fold. First,

the person must learn enough about his or her own self, and the

system, to identify the criteria for a "good" career alternative

for him or her to elect.

Second, he or she must get enough accurate information

about a given career alternative to be able to tell whether or

not it actually satisfies the criteria for a "good" Career Llter-

native,

When a decision must be made, the person will assemble

whatever knowledge he or she possesses of the self and the system

and develop correct or incorrect criteria for a "good" career

choice. The person will use these criteria to define the available

self-system integration alternatives by comparing each alter-

native to the criteria. Finally the person will decide about

each alternative according to his or her definition of it.

A moment's reflection will bring most of us to the con-

clusion, we think, that very many of our citizens, at all ages,

mnIrra 41.1f^v-mtl1 AltanicieNtIQ Tn



26

fact, professional career counselors frequently meet people who

are not even conscious of having this model-building and

decision-making ability and who regard themselves as mere

"pawns of fate," as it were. They are waiting for someone to

fit them in rather than doing th4ir part of the creative work

required to integrate their selves with the 'system to the great

satisfaction of self and system. Such participation is one of

the great liberties of the self in America. And herein lies the

task of career education.

Suppose one were to start on the first of the month

to build a personal model of a "good" home so that a home could

be purchased within the month. Many people probably would not

have the capability to build and use the model within that time

limit. As simple a model as that is, it takes time to build it.

And it takes more time to become skilled in using it. Many

people benefit by paying an appraisor to help

because time is short or because they themselves may forget (or

not know) some of the criteria to be included. They use such

models infrequently, and they may not be sufficiently skilled in

getting accurate information about particular houses offered for

sale to know if they satisfy the criteria of the model'or not.

Or they simply may not care to personally invest themselves in'the

model building process in a thorough enough way.

Imagine then, the compounded problem ind the relative

futility in'trying to build and,use models of self and society,

the process
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which are more complex than models of self and housing, when one

is about to graduate from school or one is suddenly tiut of work

from some turnabout in the economic system:

Very few people, even with experienced professional assis-

tance, have the time, money, or determination to undertake such a

task in a matter of months only0 Such persons as do succeed at

it in a short time are, in our opinion, already expereinced,

well informed, and articulate. Their models of self and society

are already well develope+1', and their previously developed models

serve as the basis for further clarification and specification at

times of career crisis.

Model building takes time. Thc.- process of identifying,

and understanding, and selecting possible criteria to include fo,,

the purpose of self-system integration decisions must go op over

quite a long period of time to be done well. Actually, functional

models of sc_f and functional models of the social system are

developed over a number of years. Elements are gradually abstracted

from the total reality and organized in the mind, are tested for

experienced validity and reliability, and are continuously

rearranged in a series oc rrntal reconstructions of reality. All

of this process naturally take-> tize. Marefore one broad

function of career education is to facilitate, over a span ot

years, the model building faculties of the student's mind in

regard to his or her self and the system by4 (1) helping the

student becore conscious of his or her internal decision-making
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faculties, (2) providing accurate and extensive 1cnowled6e of his

or her self and of the social system for use in* personal model

building, and (3) giving experience in the use of models for

decision-maleing.

A social studies example of how this can be done is as

follows: 0

We are all familiar with the social studies assignment

which requires the student to research one or more of the .Pnited

States and to report on its natural resources, aariculture,

economic base, population, transportation, government, etc. We

know that such assignments do achieve a level of learning. Con-

sider the possibility of teaching model building and decision

making in that same assignment. Suppose that we have students

work in teams. Each team is to imagine itself the board-of direC-

tors of a large woolen mill which is to be moved from Lynn,

Massachusetts, let us say, to some other dity and state because

of current labor and cost problems in Lynn. The team may select

three cities from a list of possible locations provided by the

teacher. The team will research.those three cities and states

in terms of their respective suitability as a location for this

hypothetical plant. The teacher will provide data on the hypo--

thetical plant so that the students will understand the require-

ments of such a facility. This will form the basis for the devel

opment of the criteria to be satisfied by an ideal location.

Researching particular locations-may suggest other critcfria to be
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satisfied. Me students will research the three selected locations

and recomrnendone of the three to locate the Plant in. The team

report will contain a description of the preferred location

C; and a point-by-point justification for the decision. _The two

).

locations 'not selected will alsq be mentioned in the report,

citing the advantages that did exist at these locations, and

also the limitations of each that resulted in their lying rejected.
1.

In order i:o complete such a report, it will be necessary for the
,

student to do much of the usual research, including writing to

statp and city governments concerning tax structures, work force, ,

transportation, and the like. They will also be under the

necessity of building,a model-of an ideal location, and they will

have to compare at least three alternatives to their model and '

c ,
,

make a decision. ,The, thinking skills developed in such a pro-

cess will have transfer value to career decision-making, especially

if the instructor calls explicit attention to the thought processes
-,

involved and to their usefulness in personal Aife decision-making.
(

University professors may illustrate vividly the differences

in the two assignments compared above by having Prospective

educators actually do the two assignments themselves as part

of a university course, to experience the two different mental

patterns involved in carrying them out.
1

Life-Skills

A second task for career education is the,continUed devel-
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their career decisions. This dimenS'ion concerns all of the coping

skills developed in persons in addition to the cultivation of

their decision-making abilities. We include.the "three Ws,"

public speaking, vocational skills, human relations skills, study

skills, skills for obtaining favorable career placements, self-

assessment and planning skills, and anything else that capacitates

personally effective living. Life-skill deyelOPMent goes on con-

currently in the school with the increase in awareness of self

T and systemneeded for effective model-building and decision-making,

and with explicit training in the model building and decision-

making processes themselves.

410

Piacement and Follow-up

A third function of career education it; to facilitate the

_implementation of the student's de.-Asion. This area of student

services represents primarily the placement and follow-up

functions of a school. 'Placement functions include information

concerning location of educational and/or employment opportunities

and assistance in.making the trensition from school to the world

of work or to other subsystems.in socir.cy. Any work done with

the indiyidual in terms of resumes, interviews, locating of

available positicns, career-related counseling, and the li:ce %

as well as work'done with the larger community on such thi.ngs as

4 sChool-to-scflool or school-to-work linkages are all included in

Arfivifipc t1 c1cinripd fn
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determine how effective the career development process and the

placement service have been for a given person in a given social

system. Results of such follow-up studies Can become the major

source of feedback to a given system for continual renewal of

thc system in terms of its results, i. e., current satisfaction

of graduates a4d the system with the preparation given those

graduates.

Chapter Summary

A diagram summarizing this discussion is presented in

figure 2.2. The K-12 time line en the left represents t.ae

public school years of model building via expanding awareness',

going on concurrently with the development of life-skills,

including decision-making skills. This aiagram can'be readily

adapted to apply to higher education by changing the develop-

mental time line from K-12 to K-X. The +1 extension of a time

line represents the placement and follow-up activity of a school

in reference to its most recent graduates. The data feedback

loops represent the management information being fed back to

the school by effective follow-up studies.
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CHAPTER 3

A. MODEL FOR THE PREPARATION OF EDUCATIONAL

,I,'ERSONNEL IN CAREER EDUCATION

Definition of "Career".
0

The first necessary conceptual element for doing preser-

vice career education is a working definition of "career." Through-

out this handbook, we understand career as having a subjective

dimension and an Objective dimension. The outer or objective

career is that series of positions held and roles played in the

social system, The inner or subjective career is that series of

life purposes and definitions of self and system which are devel-

oped and acted on during one s objective career. These two con-

ceptions we incorporate in the one word "career." More briefly,

career refers to the union of one's subjective and objective

experience in self-system interaction.

Model of Career Development

The second conceptual element necessary to a preservice

program in-career education is for the persons involved to make

a decision as to how they think careers develop in people and to

specify the procedural implications of such a concept. This

model,along withthe definition of career, will be the basis for
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all that is subsequently done to capacitate career education prac-

tice in preservice personnel.

We recommend the adoption of a career development model

which reflects the phenomenon of self-system integration intro-

duced in chapter 2 of this handbook. One such model is pre-

sented in figure 3.1., A brief commentary on the career develop-

ment model suggested in figure 3.1 is as follows:

Environment

The environment consists of all persons and situations,

structured or unstructured, planned or unplanned, with which the

learner interacts to formulate and Implement life career goals

and objectives. Obviously, educatIonal personnel, with their

planned and structured environments, are only part of the total

environment of the learner. The environment inlcudes the total

bio-physical and socio-economic system of which the learner is

part.

Personal Career Goals and Objectives

Personal career aoals and objectives are formulated as

the learner interacts with the environment. All environments in

this regard are "educational." But the learner and society also

participate together in structurina environments for the learner

.to interact with, in the belief that such structured interaction

will result in sociallv and personally sianificant learninas.
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Career goals and objectives are arrived at in this self-system

negotiation.

(Re)assessment

36

While remembering his or her interests, abilities, present

personality, and needs, the learner assesses his or her position

in terms of social system expectations and per'Sona4:lv formulated

career goals and objectives.

Plan

The learner initiates a search for ways to move from

his or her present position to the desired position indicated by

a personal career goal or objective and specifies and schedules

steps to be taken to achieve that movement.

Effective Professional Practice

The student implements the planned steps. The student

learns to sometimes act -while knowledc-e is incomplete and to
-

exercise the necessary attention to consequences in action that

may sianal the need to adjust the plan in prL -1ss. Efiective

career action is the central concern reflected in the model.

Everything in the model is to be understood in terms of the capa-

citation of effective action toward and in a career.

Data Report

The student reports to self and system concerning the out-



37

comes of actions taken in the environment to promote personal

career gOals and objectives, then moves into reassessment in view

of goals and this report.

An Interpersonal Career Facilitation Model

Inherent in.the basic career development process model

shown in figure 3.1 are the elements for an interpersonal career

facilitation model which further clarifies the self-system natute

of career development. This model for int2rnersonal career

facilitation is shown in figure 3.2. It is followed by commentary

on the role of the student (facilitated person), the role of the

faculty member (facilitating person), and the assumptions under-

lying the mode__

Role of the Student

1. The student maintains a high degree of self-direction in his

or her career by:

a. selectina pergc.5nal career goals and personal program objec

tives consistent with professional auidelines 'for students

in preparatlon

b.. proposing some appropriate learning experiencesand carrying

them out

c. taking an active role in creatina curriculum content and

other educational environments to inteiacc with, in order

to experience personally selected learninas
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2. The student meets regularly, by appoinLment, with his or her

faculty member to review program expectations and personal

career goals and to (re)assess the relationship between the two.

3. In addition to scheduled meetings, the student initiates to

the faculty member whenever additional helps are needed and

mutual convenience can be arranged.

Role of the Faculty Member

I. The facultymember acts as a helping.person throughout the

learning pkocess, playing supportive and clarifying roles to

enhance the student's control over his or her learning.

a. th?_ faculty member orients the student to the norms and

expectations of the profession in general, and of the

program being pursued in particular

the faculty member welcomes and facilitates the decision-

making participation of the student in personal program

planning and review.

the faculty member prepares him or herself to be perceived

as a source- of help to students seeking clarification of

personal and social career goals and means to irplement

those goals

d. the faculty merb-r prepares him or herself to provide

direct career assistance to students

2. The faculty member meets regualrly, bv appointment with the

student, to assist the student's review of proaram expectations



40

and personal career goals, and the student's (re)4ssessment

of the relationship between the two.

3. In addition to scheduled meetings, the faculty member initiates

to the student whenever additional hea.ps can be offered and

mutual cOnvenience can be arranged.

The (Re)assessMent Meeting

The student and faculty member act in mutually supporting

ways, in all circumstances, to enhance the career development of

each other, i. e., to promote positive definitions of seif, nd

personally and socially satifying achievements of self in system.

The faculty person and student may be involved with each

other at many times and places in their respective cycles, and

usually are, but it-is in this scheduled (re)assessment meeting,

especially, where the self meets the system (in the form of another

individual playing a key reciprocal role in the system) for the

purposes of deliberate and considered.career decision making

ich takes into account the expectations of both selfand system.

During this meeting, the data from previous action is

reviewed, goals are clarified, orientation to the Immediate

social system is enhanced, plans are refined, and support for

action in pursuit of personal goals is sought and offered. The

meeting provides the student -with the continuous orientation of

self to system and system to self which is so fa'smrable to a

satisfactory and continuous integration Of self -with the immediate
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system. Also, the university person has opportunity to facili-

tate the career of the prospective educator by agsessing and

teaching the personal skills involved in the individual career

.development process.

The frequency of such meetings varies with the situation,

but probably should not be held any less frequentlk than every

thirty days.

Some Assumptions of the Interpersonal
-Career Facilita.Lon Model

1. Career development as it occurs ir.. the individual is

the product of the interaction of the self with environments,

including society.

2. The self has legitimate needs which-must be met in the

career development of the individual.

3. Society has legitimate needs which must be met in the

career development of the individual.

4. The respcnFibility :or, and control of, the career

development of the individual, i.:. shared by the self and society.

5. The se:f and society rust participate together in

creating the e:..vironments the sc_f -1-i:1 interact with to experience

career den-elopment. There must be :0 .itive collaboration between

inner and outer career guidance must be a personally and

socially acceptable merger, w_thin the F- zdent, of social career

coals-and objcc.tives T stt,fic with personal career

coals and cbjcictives ("I wil]..t.").
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6. Establishment of personal career goals and objectives

enables the student to design his or her own life. This is possible

because personal carcer goals and career objectives tell where

he cr she is now, give guidance to where he or she might be going,

suggest where-to search for means co reach tile personally selected

objectives, and give knowledge of when he or she arives.

7. Programs.of study may be unique and personally%satis-

fying and may satisfy professional standards at the same time.

8. One*s own career ("definition of self" and ^self

acting in system") is the core of the curriculum in education.

9. Career guidance, within and without, is to develop a

'consciousness of personal decision-making power, clarify activity

that will fulfill personal decisions made, facilitate personally
-e

Chosen action, and provide for on-gcina supportive (re)assessment

of life coals, plans, and action.

10. The structure of carder development consists of those

envia:onments created by the self and society for the Individual

to interact with in order to experience learning. ThP process

of career development is the assessment, planning, acting on

plan, reviewing of plan and actiont and (re)assessment cycle that

oes on within the persori as he' or she interacts with learning

environments in termS of personal and social career goals and

objectives.

11. "The structure of education"_is the same as "the

structure of career development."

! 4
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12, "The proces8-of education" is the same as "the

process of career development."

Per
.

ions prefer and need on-going involvement of

societywitrrtftt`in,the career development process, rather than

occasional or.perodic monitoring by society only.

14. The essence of career development is an ever-increasing

quantitv and quality of effective action, along a line of endeavor

chosen by the individual in self-system negotiation, resulting in

self-system stisfction.

15. A primary role of the educator is to facilitate the

-student's career development, as defined in assumption fourteen.

16. There is an implied responsibility of the faculty

merer to aISow the student to experience both roles in the model.

That is, the stUdent should have opportunity, under supervision,

to faci1itate the career development of another person in order

to become.familiar with how the career development processes

represented bv the model occur in other people. In this way, the

prospective educator will learn a model of career development, will

experience being facilitated in his or her own career activity

according to that model, and will experience faCilitating the

career development activity of others according to the model. With

such a process background, the prospective educator will be better

prepared to make use of the career education content material to

be received in training.

17. The basic career development model assumes that the
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career of a faculty member develops according to the sane pro-
,

cesses as the career of a student. Therefore, the university
2

person can model the career delielGpment processes in the model :

for the preservice educator. This .Wipuld involve both physically

visible use of procedurefindicated by the model in claisrooin

management and,personal life, and the sharing of subjective

experience related to use of the model with students.' One might

also obtain the assistance of students with some steps in the -

personal process, in order to let-the process be more visible to

them. Specifically, the personal practices that r4.7ht be modelled

by the faculty for the benefit of students are:

a. . model building,

b. decision making by the use of models,

c. goal setting, taking into account self and system,

d. assessment of personal-situation in reference to goals set,

e. planning deliberate interaction with the system to

achieve selected goals,

f. conscious acting on plan(s), by deliberate interaction

with the4oio-physical and/or socio-economic system to achieve

selected goals,

a. reporting data to self and significant others

concerning the results pf action taken toward self-selected goals,

a. (re)assessment of personal situation in refereace to

coals, taking into account stability and/or change in self and
10

- the systdm since the last assessment,-plan, or action taken.
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A Basic Career Development
Program Model

In recent years, curriculum developers have given much

attention to career development in the public schools. A general

concensus on the developmental nature of career in the person has

-emerged and lias influenced curriculum models. The Illinois

career education model, for example, is generally representative

of the concenSus. (See figure 3.3.) It acts as a guide to the

overall conduct of career education in Illinois by summarizing

progpam objectives for the different levels of the instructional

. systems in Illinois.

Reffering to the Illinois model, career education is

recognized as a K-Adult proceSs, and the universitv'represents some

o.f the options in the. developrSental Ievelt beyond .K-12. In con-

trast to K-12, comparatiVelv little has been done, nation-wide,

-to formulate career education programming for .sEhe university,

where we hope'to accomplish presetvice preparation of personnel

in career education. This section, therefore, is a discussion

of the implications cf the proposed basic career development

process model (figure.3.1) for thinking about career development

at the university level.

The-Process Yodel

The basic career developtent process model (figure 3.1)

has been discussed earlier it this Chapter. We discussed this _



1

15
I

14
Jr.
Col.

1

r-

i High 12
School

11

1

L-

Elementary
School

7

10

16

IConitltnuing
Education

University
Preparation

46

Akli Career or
Ad?ancemint within

MI. mwm. 01111m 411==. ..

Post Secondary
Preparation

Apprenticeship
Training

Career Preparation

Career
Orientation

Career Exploration

Career Awareness

Entry
Professional
Career

...-4>Entry Non-Profess:
or Technical Care4

Entry
Apprenticeship T:

Entry
Non-ProfessiOi
Career

Figure 3,3

Career Education ILLINOIS MODEL



47

model at some length and discussed 'the interpersonallwareer

tacilitation that can occur by a joint faculty member-student

use of the model in supervision (figure 3.2.)

What we wish to emphasize here is that'the Yoasic car.-?.er

development process.model (figure 3.1) is a model for ir:reasing

powers of professional practice in career. The cyclical nature

of the model suggests an 'ever-increasing power to act effectively

in the area of one's professional pr-Itice and an ever-increasing

capacity to give self-direction to one's own practice.

The general program goal at the university level then

is the development of sustained, effective professional practice

toward self-chosen and professionally valuable ends. The central.

Career development role of university professors then .is to

facilitate effective (productive) action in their students.

Tpeir students should Show an increasing power to make a differ-
,

ence;when they act whether they act in research, administration,

writing, counseling, teaching, curriculum development, or what-

\ever their specialization(s). Individual career develcAlent in

the\university can be construed as movement tOWard professional

commitment, expressed in productive professional activity. The

1,

university is a time period of ircreasing specialization in the

career development process, a time of trading oi"f many possibilities

for progress in a few things, a time of irereasing commitment to

effective action along definite lines.

rit
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The Program Model

There is a basic career development program model implicit

in the basic career development process model (figure 3.1.) The

program implication is that since increasingly effective profes-

sional activity is synonomouc with career development, then the

.career development pgpgram in i ch the person is involved must

provide ever increasing opportunity for action along the lines

of one's specializatirl. The program model implied by the

basic career developm nt process model is shown in figure 3.4.

The basic career development process model, with its

attention to expanding practice by the individual, can only

make,sense in a career development program model which allows

expanding opportunity for practice. Of course, increasing

opportunities for practide means more projects, laboratories,

workshops, action research, practice, internships, co-op place-

ment, volunteer work, and.the like. The exact mix of content

and preprofessional practice in a',given program is a matter

of professional judgement, but a pattern of movement through

ever-widening opportunities for preprofessional practice during

the program is essential to career development at the university,

as we understand it, This matter of professional practice at the

university is perhaps the higher :_ovel analogue to the "hands

on" injunction that obtains in the K-12 years.

It is important, we think, to comment that this program

model is not a "career" model as some construe "career;" i, e
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it is not concerned with vocational or technical programs only,

as opposed to those in the social sciences or humanities. We see

this as a generic model, pertaining to all fields of inquiry and

activity. What we are advocating is effective practice in one's

chosen line of endeavor. And, we are advocating the appro-
.

priate balance of content and practice to inform that practice.

We are concerned with professional practice as much for the human-

ities as for the technical-scientific fields. We think it is cor-

rect to speak of "doing" philosophy and "doing" history. We think

that the essence of being a playwright, poet(ess), or composer is

professional practice, i. e., to write. We tend to be with those

who observe the remarkable quantity of work produced by some of

the effective producers of quality, and we value the quantity

along with the quality. We call all of this "effective practice."'

Conversely, we are concerned with content to inform prac-

tice as. much for the technical-vocational fields as for the

humanities-social sciences. We are not interested in sheer prac-

tice. We advocate informed practice. This line of thought does

lack detail as far as describing specific fields of inquiry and

practice is concerned, but the basic point is substantial, we think.

We see no distinctions among fields in terms of professional

practice being the desirable thing or in terms of the need for

both content and preprofesSional ractice to inform the devel-

opment of professional practice. We regret the problem with the

word "career" which is created by the practice of many to denote

59
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only vocational-technical programs as "career programs." We ask

our readers to recognize our comprehensive definition of "career,"

pertaining to,effective practice in any line of endeavor, in order

to entertain our basic models for career development.

Parenthetically, t.his ambiguity problem illustrates that

holding two or more meanings for the same word, such as "career,"

is a necessary part of effective professional practice for pro-

fessors in preservice career education: i. e., (1) a "career

program" is a vocational-technical skill preparation program, and

(2) a "career program" is any program designed to enhance pro-

fessional practice of any kind.

Our basic career development program model pertains to

any degree or certificate-granting program. We hold that the

granting of a degree or certificate to a person should be a war-

rant to that person and society that that person is in possession,

at least, of the common understandings and professional competencies

normally expected of someone with that degree or certificate.

The precedent has been set in this country to sue institutions

which grant degrees or certificates in the absence of these under-

standings and competencies. A new and overdue accountability

has arrived in education. In addition to its intrinsic educa- ,

tional and social merits, we think that perceiving the goal of a

career education program as that of capacitating effective pro-

fessional practice by informing it with appropriate content and

practice opportunities is also "politically" sound practice today.
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The criteria for success in education should be in the form

of effective practice, as evidenced by productivity in a chosen

direction, with content mastery alone to be construed as only part

of the preparation to act effectively, and not as effective prac-

tice by xtself.

Levels of Instruction

If a career development program is such in terms of its

power to inform professional'practice with content and oppor-

tunity for appropriate practice, then any concept of levels of

instruction must be developed in terms of levels of content and

'levels of opportunity for praCtice, for the development of speci-

fied levels of professional competence.

Using a sequence of three degrees in an imaginary field

of study to illustrate, the consistent thing to do with our basic

career development program model is to regard each level as a

program in itself, since each is a terminal degree and functions

"independently" in that respect. This can be portrayed by

"staCking" the programs by levels, as in figure 3.5. The fol-

lowing commentary refers to program levels as portrayed in figure

3.5.

Realistic program levels are created more-b7 referen7 to

levels of employment in a field than by amounts Of content and

practice within a program. That is, in terms of placement, the

concept of levels presupposes some differential staffing within
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a career field. If there are levels of professional p ,-,7tice in

a given career field corresponding to the familiar B. /B. A.,

Master's, and Doctor's degrees, thea it is presumed that there

-.pre at least three corresponding levels of stalfing in the

employment pattern in that Tield. In this case, every effort

should be made to use task analysis from actual employment settings

as one of the sources for content and practice objectives which

will inform the preparation of people for a given field and

level of employment in that field,_

Some fields do have differentiated staffing in their
t.

employment patterns so that each level of training can and does

constitute a terminal degree exiting to a specific level of pro-

fessional employment practice, as in figure 3.5. Other fields

are more restricted in their employment patterns. Figure'3.6

envisioris an imaginary program of career preparation, also

involving three degrees, hit with only the doctoral level beidg

an effective terminal:degree.

We are all well acquainted with levels of instruction

by content. Content is amenable, it seems, to "leveling." In

fact, the common sense understanding of the bachelor's, master's,

and doctoral levels is often that of levels of content, in quantity,

or quality, or both. Some practice-oriented fields sugh as medi-

cine, have traditionally had levelina by practice also. Recent

years tve seen an effort to introduce practice levels, in

addition to content levels, in all fields. This trend is con-

;
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sistent with both our career development "process" and our

career development "program" models. We realize that it is

sometimes more difficult to specify levels of practice to ,in-

form practice than it'is to specify levels of content to inform

practice, but we encourage the effort whenever it is undertaken.

We think it can be done in any program to an extent that will

more than justify the effort in benefits to all concerned.

Performance Objectives and Program Levels

Each level of university instruction should consist of

self-selected content and practice, keyed to professional guide-
,

lines as to the level of professional practice and content mastery

to be attained. There should be a blend o? the student's "I-will. "

with the profession's "The student will ...."

This suggests, of course, that there -must, be'i state-
,

ment of normative practice as well as content.mastery at each

level. _However, to s'ay that the preprofef:sional practice to be

mastered at each fevel should be speCified, as well as the con-

tent, is not to say that one should merely have a list of dis-

crete performance objectives to add to discrete content obec-
,

tives and should merely graduate a .t.udent when he or she chL7ks

off these two lists. This should be considered the minimal per-

formance acceptable, and one would be hard pressed to justify

delaying the degree in the preserv:e of suCh performance, but it .

is not the ideal situation of itself. It is.not professional
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competence of itself. It-on.y suggests the possibility of com-

petence. We would also like to 'able to determine that the-indi-

vidual has the power to draw upon his.o her share of knowledge

and repertoire of Skills to inform ',n-goin , creative profes-

si-.)nal activity; We would'l*e to determine that the person has

developed a certain sense of professional confidence in the

process cf informing his or her own pr7)....essional practice by

using the content and professional practice opportunities afforded.

We would lihe to make some determination about productivity, in

quality and quantity, resulting from informed practice. We would

also like to determine that the person has achieved a state of

suSta,ined professional activity. In sum, we would like to know

that our graduate has learned to practice tpe effective pro-

fessional action processes of setting personal goals keyed to

professional information,,assessing situations relative to goals

.adopted, planning a course of action, acting on the plan, deter-

mining the results of actions taken, and reassessing the situ-

ation,.ail of which is i5Ortrayed in.our basic career develop-

ment Mode. (Figure 3.1)

. Chapter Summary

We suggested a working definition of the wOrd -"career,"

"the union of one's subjective and objective experiences in

self-system interaction." We offered a basic career develop-

ment process model, which represents a life design process in

66



which.personS interact with their environment to develop them-
.

selves by assessment, planning, acting on plan, rexiew of plan

and action, and (re)assessment--and all of this in terms of

personal career goalS and objectives'and the expectations of

58'

society. We discussed-the process model both in terms-of its

application to an individual and in terms of its application to

the interpersonal facilitation of one person's career by another

person in the.supervision setting.

We also presented.a basic career development "program"

model which we think is implied by the career development

"process" model. The process model is centered in the attain-

ment of effective-professional practice. The program model,

therefore, is centered in the capacitation, or informing of

effective professional practice..

There is balance in the program.model between preparing

to act (content) and acting to prepare (preprofessional practice),

such that there is substantial opportunity in the program for pre-

professional pracbc as well as theory, to inform professional

practice. This basic program model was discussed both in terms

of single programs and levels of programs.

The.line of thought developed in this chapter can be vis-

ually summa_ized by combining the basic career development process

model with .the basic career development program model, to how

the,self and the system facilitating effective professional

practice on the part of the self in the system. The summarizing



diagram is presented in figure 3.7.

Once agaih, the central.concern in figure 3.7 is "effec-

tive professional pradtice" on the part of the individue.1: The .

interior block of the model shows the educational program inkorming

professional practice, whi3e the satellite blocks in the diagtam'

show the ;.:!1_ informing its cwn professional practice.. The effec-

tive profesnal practice finally achieved by-the self in the

system is the result of efforts by both the self and system to

inform professional practice'during the career development 1.:ro-

gram of the individual:

711N
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CHAPTER 4

SOMEMANAGEMENT ELEMENTS OF A MODEL FOR THE

PREPARATION OF EDUCATIONAL Pi1RSONNEL

IN CAREER EDUCATION'

The Interaepartmental Operatina Committee

An instrur:tional system for the preparation of educational'

personnel in careei' Oducation must operate across organization-11

lines on any campus. Therefore, we.believe that an Interdepart-.

mental Operating Commitiee is an essential factor in sudh an

instructional system.

It is consistent with our basic career development pro-
,

cess model to per8eive the professional activities of an Inter-
-

departmental Operating Committee as being part of the career devel-
\

opment of the members of that committee. Therefore, it is

possible to present And discuss the activities of an interde-

partmental operating committee in terms of the management model

shown in figure 4.1.

Usina figure 4.1 as a auide to our recommendations in this

section, there are a number of important conditions to be satis-
,

fid in the structure and function of an'interdepartmental oper-

atinu co::mittee.
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, Structure

Administrative Authority

-63

The university, like other situations, is a working com-

bination of those who have knowledge authority and those who

have administrative authority, sometimes, but not usually, in-

vested in the same person at the same time. 1
Therefore, this

'committee should be constituted so as to blend knowledge

authority and administrative authority in at least two ways.

First, the membership of the committee should include

a sufficienL number of persons who themselves hold resource-

committing authority or who are directly sponsored by those

who do. 7 ids is because frustration of knowledge workers runs

high when they are indefinitely separated from enough adminis-

trative authority to implemenc knowledgeably authoritative con-

clusions. The administrative membership should concern itself

with the committing of resources to the work of tha knowledge

workers as well as with beina part of the knowledge work. Adminis-

trative workers should guide the Rnawledge work in terms of pos-

sible resources such as professional time for teaching and de-

velopment, budaetary support for materials and supplies, space

allocations, office assistance, outside funding, and the like.

This requirement is particularly important if the interdepart-

mental operating committee is a temporary interest group and

'Peter F. Drucker, The Effective Executive (New York:
Harper & Row, 1967), passim.

7 2
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not a regularly constitutell Y-)ody on campus.

Secondly, the interdepartmental committee under discussion

may emerge out of an on-campus interest group, but as soon as

possible it should be formally constituted under the auspices of

comprehensive campus administrative authority, thus uniting in

another way the administrative-authority and knowledge authority

of persons interested in developing a preservice career education

program. The committee should be charged by the university, at t

the outset, to propose a formal university program to be adopted

at some level. It may be part of the work of the committee to

recommend a number of such program possibilities for the univer-

sity to consider.

We wish to emphasize that mere assent by administrative

authority to the work of knowledge workers is necessary but not

sufficient to the establishment of any new program. There must

be active involvement of administrative authority with knowledge

authority. We are not suggesting undue urging of career edu-

cation upon either professors or administrators: In institutions'

valuing academic freedom, neither professOrs nor administrators-

should be under demand, even from eadh other, to create a pre-

service program of any kind. We are simply saying that if per-
.

sons on a given campus dc_wish to create a preservice program in

.:areer e7lacat-Dn, we believe that this is one of the .conditions

that must be accurately assessed and satisfied. If it is,,:mat-
_

sufficiently satisfied over an indefinite-pericd of time, it is-
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natural to expect frustration on the part of knowledge workers

without sufficient administrative authority to act on reasonable

conclusions.

Budget

This committee must have an operatir;g budget sufficient

to the scope of activity contemplated. This is self-evident. How-

ever, this is mentioned again in referrtce to the staffing of the

committee. The committee must be able to draw, through its know-

ledae workers and administrators, enough committed money to carry

on its functions. This money may come in the fors of grants,

-
special funds in the university, professors' time, and flom the

usual operating expense lines of the cooperating departments and

-colleges. The specific staffing suggest:ion is that the knowledge

workers considered for committee membership are the moredesirable

when they have ability to draw support money to the university

and from within the university to the work of the committee. The

budaetarv-valte of administrative workers on the committee-has'

already been mentioned.

Functions

The followina siaaaestions.are made with reaard to the

-functions of the interdepartmental operatina.committee. The com-

mlttee should:

Establish goals ana objectives for the univ:eersitv in

oreservice cafeer,educa.ion.
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2. Assess the state of its university in,reference to

preservice career education goals and objectives.

3. Develop and propose plans Zor the promotion of pre-

service career education or the campus.

4. Operate te interdepartmantal ,)1cglaA in :preservice

career education, preferably under direct appointment by the uni-

versity to,do so.

5. Specify minimum content and practice competencies to

be achieved by the stude4 in the oreservice career education

prngram: Such competencies should be available for the infor-

mation of students, faculty, and administration. The curriculum

coordination and geview functions of tht caLAittee shoui*a include

the determination of where in t-- ....rnittee-sponsored career

education offerings the particJ ompetencies can be acquired.

Some possible competencies k.%cled in the Resources section

in chapter 5 of this handbocY,

6. Develop, coordin review curriculum. The d==y%.1-

opment of a core of courses to provic:4- zhe nucleus of

caraer education instructional ,l/z7tivitv,.and te development of

instructional patkageL for infusiOn and exteri-.1,-I ;:.rses'

prc1:21 under the direction of this committee. It iS also a

tunction of this committee to review thcsf- courses and mouular -

centent-cfferina:: perigdically, to insure that the-expressed

;.2:3-.E: of participatina on-campus and off-campus locations are
41

satified. These periodic revImis will also continuously
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improve curriculum coordinatin among participating professors and

departments

7. Coordinate materi(N.7.s at7quisitions. As a constituted

body this c-ommittee should ,.'.,,ordinate tha accumulation of career

education materials necessan: for the effective conduct of a pre-.

service career education plogrAm. The committee should make

.deteriination of what matf-r1,11s are needi-, locate sources of

materials, locate sources c aoney Niten needed to acquire materials,

select a place to house the ma%pria:s. and arrange for utilizaticn

and circulaton of materiaTh a ee.:-A. 'Directories of materials

to consider are included in tht '.-7.carces section in chapter 5

the handbook:

8. 'Make mersonnel rrmmendations. This committee should

be in zi position to universiy personnel.with interest

and expertise.in matt.-- related to career education. From such

faMiliarity with uniVesity personnel,,the committee can make

recommendations to the administration for the staffing of courses,

-including appropriat team teathinc and infusion_darrangements.

A11 instructional eitforts actually undertaken Should be coordi-
.

nated by this committi,

As discu-;sed earlier, the mresence on the committee of

si members htlfzing direct or deleaated aciministrative authority,

and the appointment of the committee by comprehensive university

adrdnistrative authority are essential foundations for this

particular function of the committee.

The committee should also 17.aintain a listing of campus

76
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consultants available to off-campus interest centers, indicating

their areas kf-1,.;,-.7e:rtise and consulting fees, if any This

Eisting ma P...7,..ndled directly by this committee or coordinated

through a university extension andlor public service office.

9. Advise students and faculty. The Committee member-

ship should be so constituted, and should so function, as to

provide the necessary influence and guidance in the university's

advisement process, to assure that courses developed, or revised,

for career education purposes come to the attention of appro-

priate students and become part of the regular oEferings of appro-

priate departmentsi

10. Select an interdepartmental-operating center. The

committee should select an oh-campus site to serve as an oper-

ating cent4.n7 for the interdepartmental conduct of career education.

The Interdepartmental Operating Center
for Career Education

The conduct of any activity of consequence reauires a

place to conduct it in and fram. In the case of interdisci-

plinary efforts it must ideally be an interdisciplinary place.

For the sake of cpmprehensive development of preservice trainina

in career education, we recommend that an interdepartmental

operating center be selected or develPped on each campus to fill

thc- function of a center for the conduct of preservice career

education. This may be a center created expressly for that

purpose or it may be a "subcenter" in an ekisting facility. We

7 I
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presume that all campuses receiving this report will have a few

options, at least, of possible locations for this purpose. We

suggest that an Interdepartmental Operating Committee develop a

list CZ possible locations and select a location from that list

based on some of the criteria which are discussed in this section

and some of the criteria which are aeveloped locally. Possible

locations may include libraries, media centers, learning centers,

student development centers, and the like.

Criteria

The following characteristics of an operatina center are

considered essential, orahiahly desirable, for the conduct of an

interdisciplinary preservice program in career education.

Administrative Space

It is highly recommended that space be allotted to the

overall wp_rk of the committee and be boldly labelled as such,so

that the preservice career education proaram vill have a tangible

location as soon as possible. One could comment a.t length on the

psytholoaical and socioloaical sianificance of having specific

space for a specific program. Space allocation is one measure

of the status individuals and institutions give to a proaram.

Space allpcation is also one indication oftheprobable permanence

of a given proaram. There is psYcholoaical and sociological value,

also, in the Operatina Committee being able to meet in a space

desianated for its functions When it desires.
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401

It is important that the committee have some place to

show its wares, i. e., to show what it is doing.

Storage and Access

70,

The Operating Committee will gradually accumulate materials -

and supplies. frot various sources, either on:a:permanent or loan

basis. Therefore, it .ts advisable for the committee to have
. -

.

spdte designated to house materials, supiplies, and records, and

'to give committee personnel a place to do administratiye work in

reference to these holdings.

Individualized Instruction Facilities

We recommend, if it is possible, that the operating center

selected also be a "learritlg center." That is, that it be a place

where alternative classroom space, seminar rooms, car:rels,
\

learning stations, and audio-visual workshop facilities are avail-
.

able for the purpose of individualizing instruction. We recommend

t: this for at least the following reason-S.-C-
.

I. The diversity of enrollment in alv S contnnplated

in 'an interdepartmental instructional system is .0 gre.xt that

irOixidualization to complement and enrich classroom instruction

seems hichly desirable. Professors desiring to increase exposure-

for students in specific fields can see that that is accomplished

through the learning center, makina possible a adneric set of

courses with individualization as needed. For example, Special

_7 9
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Education considerations beyond the concerns of the non-Special

Education student could be handled in the Operating-Learning

Center, while Special Education concerns of interest to all could

be aired in the classrooms.

2. We in career education are concerned with motivation

towards excellence in personal performance. We believe, with

others, that variety in instructional approach can help produce

and sustain this motivation. Therefore, we believe that we

should be part of the effort in education to enhance instruction

by individualization when possitle.

3. The better learninc centers also provide consultation,

technical assistancca, equipment, and supplies for the loca] devel-

cppment of audio-visual materjals for use in'nstruction or pro-

-jects. These services- are often provided equally to faculty and

students. It is worth mentionina, also, that some learning cen-
,

ters enjoy independent budgets with whica they nicht assist the

career education effort on campus.

For at least these reasons, we recommend that the operating

center be a learnina center, if possible.

Staffinc

We recommend that at least one person be assianed by the
7

in'1,-?rdepartmental operating committee zo do the administrative-

--ical work connected with the on-going activities in the career

educa_ion operating center.
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If the operating center selected is also a learning

center, it may be that thc-: center already has personnel to handle

the-work of the committee and its program. If not, the learning

center may be able to obtain additional help through regular

participatingdepartmentbudgets, alorcr with whatever assistance

is possible from the interdepattmen! 11 -crating committee it-
.

-f

Activities

We recommend that theoperating center functions include as

many of the following activities as posible. The operating centet

staff and/or committee members mill:

1. Encourage individualized instruction in conjunction

with core class work.

2. Schedule individualized instrUction tonducted at the-'

operating center.

-3. Schedule professors for interdepartmental instruction

in and out of the operating center.

Sthedule the'infusion of cateer educatio5 units of

instruction7intb selected courses beyond the cOie of career

educa'tIOn courses recommended In this, handbook:

3. Advise the.Interdepartmental Operating Committee and

other tarticipants of the availability of career education materials

from federal, state, local, and commercial sources.

6. Obtain career educatIon materidlc for preview and notify

interested parties of the availability of suth materials for preview.
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,7. Coordinate the purchasing power of diverse career -

related projects and of the departments involved in the interdis-

ciplinary effort in order to build an extensive career education

resource collection for the use of all participating parties.

8. Handle purchasing, cataloguin, storage, and circu-

lation of career education materials developed and accumulated by

the operating committee*

9. Maintain the maf,2rials, equipment, and supplies housed

in the center.

10. Keep reords of usage of modules, materials, equipment
's°

and supplies.

11. Maintain a file of university consultants in career

education made available throuch the Interdepartmental Operating

Committee and disseminate that information to the public. .

12. Maintain and add to a file of resource persons-available

to professorF- and students in career education.

Curriculum Components

In figure 4.1 we mictl-red the interdepartmental Operatina

committee conducting its professional career educatior activities

through an interdepartmental operatinc center. The diagram sum-

marized the curricular components as X core courses, Y extension,

courses and Z infusion courses. This section of the handbook

comments on these three curriculum components.
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'.X Core Courses

Wd recommend six 6ourses to Serve as the core of, pre-

74

service career education: an introductory course, a career devel-

opment theory course, a counseling course, a teaching c /0:4.1. an

administrative coursa,and a research course. The intre:ri: Lc.ry

and theory courses arc: background courses preparatork to the

specialization of practice courses in the teaching, counseling,

administration, and research of career education. All six courses

are open to interdisciplinary enrollment. A Complete requence

of courses would, therefore, thoroughly ground the educator in

'career education theory, give opportunity for specialized prac-

tice, and acquaint the student with the career education practice

of thOse'i., related disciplines.

Different interdepartmental operating committees. may
,

choose to adopt a greater or smaller number of core coures.

Figure 4.2 riortrays our suggestions concerning a desirable se-

quence of six courses. An introductory class leads to an in-depth

theory class, followed by professional practice courses.

Content
ti

The Introductoii Course

This courSe serves to introduce educational.personner

to the K-Adu.lt spectlum of career education praCtice today.

Attention is given to personal problems encountered by'individuals
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during transition between systems. Attention is also given to the

system of linkages between majo/ career institutions in society,

particularly linkages between the various educational institutions

and th2 institutions of the world of work. Students acquire

knowledge of the classification systems pertaining to the world

of work. Models of career education instructional systems adopted

in Illinois and elsewhere are studied. Introductory material

relative to the developmental nature of careers within persons

is presented. Students become familiar with modern social,

political, and economic movements toward comprehensive concern

with careers in this country. Some projections or likely trends

in career education are entertained. Possible careers for per-

sons interested in career development itself are highlighted.

The "cardinal tenets" of career education, both procedural and.,

philosophical, are identified. Social statistics and projections

for our social system having a bearing On thought about careers

o reviewed and discussed. Primary Authors and instigating

figures.in career education are discussed.

Direct contact, either by visit or visitor, with as many

on-going programs related to career development as possible is

highly recommended for this course. This could include work-

study people, placement centers, student panels, employment agen-

cies, pertinent research underway, recruiters, authors, public

school career education personnel, union leaders, and so on.

85
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Career Development Theory

The course in career development theory should foster an

in-depth consideration of the best thinking on career devel-

opment to date. This course should include theory concerning

.the interlockingsociological, psychological, political, and

economic ramifications of caree) as well as career development

theory. The developmental nature of career in the person,

structural matters of-rimportance.to career in the social system,

and the theory of tortuitous marriage of the self and he social

- system in career are recommended as the prime considerations

here. One,should leave this- co#00e with an informed appreciation

of the perSonal and social task that is career development

today.
; -

This couzse should also provide a laboratory type exper-

ience in which all persons enrolled, regardless of professiorial

0discipline, experience a'number ofOthe basic practices of
0

theorists in career development. The recommended activities

,include the identification of basic factors in'career devel-

opment,.the study of these factors, the adoption of an organ-

izing point of view.concerning those factors, and a synthesis of

those factors into an organized theoretical statement in terms

of the point of view adooted.

Teaching for Career Development

Thls coUrse presupposes an oi-ientation toourrent K-Adult,

career development practices, and it presupposes an informed
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appreciation of the theoretical probleMs connected with the inte-

gration of self and socAety, as dealt with in the introductory

and theory courses.

This course is a laboratory type experience in which all

educational personnel enrolled, regardless of professional dis-

cipline, experience.a number of the basic practices of teachers

in career education. The mcommended course activities include

fusing career development objectives with subject matter objec-.

tames, organizing field tzips, locating and using resource persons,

using the full school and community for teaching, conducting

career-oriented teacher-parent conferences, assessing career

development in the classroom, utilizlng counse/ors, evaluating

tcarer development materials, and individualizing instruction

by careef interest.

Colinselino for Career Development

This rourse presupposes an orientation to ci;Irrent career

development practice in our society, and an orientation to the

theoretical problems conneCted with the integration of self

and system in career.

This course is a laboratOrI type experience in whicti all

persons'enrolled, regardless of professional discipline exper-

ience the activitieS of a counselor in career developmeht. The

recommended course activities include assessing individual

career interests and abilities, providins accurate career infor-

mation tailored to the present needs of students, clarifying

87
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student self-perceptiens, placbment and fOlLow-up work, consulting

wieh teachers on career puidanee activities, and'counseling with

students_on personal matters affect4ng their career development.

Administration for Career Developmea.

This course presupposes an oriel- . :Dr, to current career

development practicc . a society, and vi ,-:ltation to the.

theoretical problems .:c) i.-cted with the of self and

system in-career.

This course is. IFboLatory type exoericco -i.n which aIl

.persons enrolled, regarr.Less of professf.onal di-:cipline, exper-

ience the activities of an administrator in career develcIpment.

The recommended course activities include comprehensive prograM

planningand develOpment, reguestng grants, :practicing the

budgetary me .n.anics connected wi.h state-appropriated monies,

developing apr.ro?riate evaluz.tions for projects undertaken,

developing program cc,operation among various pl-ofessiOnal sérves,

staf':.1g ca:eer e.Aucation programs, ,Atending school b,Jard mectings,

and (--)rking w!th citizen advisory groups.

Research for.Career Dc.721opment

This course presumeS an orien.Lation t cur-ent career

development practice in our society, 4nd an orientation to tb.

theoretical problems connected wLth ie integratiOn ,f self and

system in career.

This course is a laboratory experi4nce in wnich all

88
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persons enrolled, regardless of .ofessional discipline, exper-

ience a number of the basic practices of researcherS -in career

development. The recommended course activities include designing

local career education need); assessments, designing student

career maturity assessment programs, designing on-siteevaluations

of career education programs, selecting commercial researcL

instruments, evaluating careev education Materials, rva2.uating

outside evaluators, and preparina research reportS for local

consumption.

Discussion of Core Courses

Emphasis on Professional AcLivity

The emphasis throu 'lout he' c2urses is an appropriats,

professional activity in each c^urse. This is consistent with

our basic career development model (figure 3.1) 1,-nch presupposes

that caree- develcement at the uriver:3ity level, especially,

means Jr) ever increasing bffectiveness in profess'onal activity.

..,Empha:sis on InterprofeSsional .Lcf,riJ,./

The conduct of career education in the public school

districts is clearly an.interprcres4aional activity. It requires

teachers, counselors, administrators, curriculum 1,7)rkers,.a48

researchers to liork together as never before, Working 'across

professional lines during pruservice prepaation, to. establish some

concensus on the place of carver in education ard to.become aware

80
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of the work styles of other professionals in career development,

will prepare the way for interprofessional career development

activity in the districts. To the degree that the carear devel-

of:went of students becomes a .common concern among the various

professions involved in the preservice preparation of educational

personnel, a specific organizing point of view can be developed

for more interprofessional cooperation in the school districts.

Developing Career Education Leadership

Wefknow from experience that any educator may be drafted,

in the exigency of the hour, to head up career development

activity in a school-building or district. The leadership role

may be assumed by a teacher, a counselor', or administratdr, or

combinations thereof. Therefore, it is Wise to prepare all

educators to, give career education leadership. For this reason,

we wish each preservicê person entering the districts to know

the professional work generally; and the career development

work.specifically, of other professionals with whom they will

interact in career education in the districts.

Perspective on Research

We wish to comment on the posifion of the research

course in figure 4.2. -It is common to position a research

cour.se as in figure.4.3, rather than as in figure 4.2. The

position.of research in figure 4.2 is supported 4 our basic

career development model (figure 3.1.) The position in figure 4.3
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is not supported by our basic career development model.

Figure 4.3 sugdests that "research skills are of, a hrigher

order.than teaching, counseling, and administrative skills. We

think that basic research skill is part of effective pYofessional

practice for any certified aducator, but,we do not perceive

research as a higher order Skill than teaching', counselin

administration. It deserves no place of ascendancy, It deserves

no special identification with the Ph.D. degree. We place a

class on the practice of research on a simple par with classes

in the practice of teaching, counseling, and adMinistration.

We do not want to requir that every one of ou'r Ph.D's

be capable of effective professional.practice in research at the

doctoral level of competencv-in research. Researth ii.only one

of a number of.types of effective practice that a .professionaI.

educator might eagage'dn. Some candidates elect res?_arch as

their line of professibnal practice; but the observable facts

are that the great majority do not, and that their,research

is often a "one-shoL deal" to gain the degree for other profes-

sional purposes. Therefore, the doctoral degree shopld be

awarded for effective professionll prictice at the doctoral

level in whatevr2r the person's grofessionteaching, counseling,

administration, curriculum, r?search, or whatever. That is,

let the Ph.D. repre'sen't an attained level of professional prac-

tice and not'a research degree, per se.
%

Also, we think that giving lesearch an ascendant position
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as in figure 4.3, promotes the belief that the best education is
. .

. almost wholly a matter ilDf having to know before you can act,

whereas our career development models contain the view that pro-
-

fessionals not oply have to know before they can act, but they

also have to act before they can really know.

In conclusion, our career development models call for
.

put!_ing research on a simple par with other professional skills,

.as in figure 4.2, and ,letting the Ph.D. represent, not a research

degree,-but an attained Ievel of professional- activty in the

person's chosen profession.

Concerning "Infusion"

We have taken a.particular stance with regard to ''infusion"

straegies. Those new tO career education soon find that many

career education practi-:oners strongly advocate "infusion,"

i. e., the injecting of some'careei aducae,on into all areas of
_

the curriculbm. As an ideal, this conceives of all professors/

teachers in ill disciplines including some carer-related con-

tent and tractice iritheir own work.
e

Career education, in this strategy, is not to be con-
e-

sidred a subject,to be taught, but 1,"Point of view". whiCh can

beinfused into all area,s of-the curriculum. ?JP have,noargu7

ment with using-infusion as a strategy. We do hoyever consi;der

,it practical to couple core, ,-:ourses witb infusion. We'offer -the
- 4

following reasons for this position.
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1. Career education may not be a subject, but career
-

development certainly is, as are economics, manpower, sociology,

and other disciplines with insights important to career develop-

ment. There are definite bodies of knowledge to be dealt with,

suggesting the appropriateness of courses.

2. Infusion is an inductive process. Its progress toward

a curricullam is a matter of accumulating uncoordinated elemen s
. .

,

for quite a long time. A history professor may adopt a unit here,

a math professor there. Then, an English unit on broadcasting,

and so on. This pattern is contrary to the usual expectations

put Upon adOinistrators of...programs, who_are_expected:to/work

more deductively, 1. e., to develop z. plan arid iMplement it. Also,

it is a major.administrative task to indentify career develop-

ent actiVities 'room by room or professor by professor, to spe-

their outcomes, and to coordinate them into something to

be called a program, taking into accou.nt,course section;differ-
.4

ences, turnover in personnel, competing priorities, and many

other factors.

3. The career development of educators, we have claimed,

is a matter 'of the development of the power to az!t effectively in

'profes.sional acti'vity. We think that the consistent development

of Kactice may often suggest the desirability of courses.

4. Under a pure infusion system, the student has less.

not more,contrel-of his.or her own learning. Infusion leads to

/ diffusion, which can lead to confusion, The student, in order-to
t

9 4-
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educate him or herself in career development theory and practice,

would have to know where all the diffuse (infused) elements of

such a curriculum were, and apply wizardry to his or her sche-
.

,dule to register for them all in 'proper scope and sequence. The

student has more power over his orher own learning in an iden-

tifiable course situation than in a diffusion situation.

We do. nic.t reject infusion. We simply advocate coupling

it with c?re courses. Let the core courses provide a "screen"

through which all. preservice personnel may pass to be assured of

certain basic and common learnings, and then let's also have all

the infusion we'can possibly manade besides. Similac comMents

could be,made concerning trategy in the public schools. There-
\ .

fore, welwish our graduates to experience the "core plus infusion"

strategy; and to carry it.to the districts, rather than the "pure

infusiorel strategy.

Y Extension Courses

The arguent in favor of having a core of courses on

campus i strengthened in view of the expanding role of univer-

sity extcnsion offerings in the modern era. The growth of adult

education, the deyelopment of-career edlication resource centers,

increlasing number of.working 'professionals seeking/available

classes un carlee education, and the simple demand of/university

publics flor more convenience in offerings in general; all combine
. .

to make i% highly advisable to-develop all tore courses with an
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eye toward using these cdurses, or portions thereof, on extension.

Z Infusion Courses

One of the st*estions we have here is to develop the

core courses with an dye toward taking units, modulesl or what-,

1

ev4- out to other courses on and off campus. The operating com-
1
miaees on various campuses will readily identify,appropriate

places for .infusion into other courses beyond the core.4

Infusion may be accomplished on the campus by taki.ng'

modules to other courses or by arranging.individualized learning

activities in a learning Center for use by ptudents enrolled in
I

courses outside of the core. The operating' committee may also

prepare materials and-activities to be used by.t)rofessors wishing

to conduct "Directed Individual St.udy" in career education.

The planning and implementation of such infusion efforts,

pdainly, is-an.:Adminiserative responsibility of sizeable pro-

portion. -It'T-Makes the desirability of an operating center and

assigned help all the more apparent.

Infusion also suggests that the-committe.9. must commit

itself heaVily to the development of many m).74;12,es and learhing

packacles beyond those developed in the core courses. And, (the

committee nIst be prepared to work with professcrS who desire to

become:involved with career education on an infusion basis.

Because of the greater administratiVe commitment required

in infusion, we recommend the following sequence in the develop-

9.6
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ment of the overall preservice program in career education. First,

.the core courses, then the extension offerings. Then, building

on what you.have, extending out.into the university via infusion, .

and via cooperation with other existing courses already having

career education content and practice in them. That is, part of

the infusion strategy is to assess what: career education is al-

ready going on on campus.. In our estimation, there iS plenty-

on'every campus, though crl, name "career education"etnay not

always be used in reference to it. It is one of the functions of'

the operating committee, using the infusion strategy, to rocate

all these career education elements and to coordinate Ithem, as well

as to develop elements to send out to classes.

Chapter Summary

In chapter' 4 we introduced d preservice career education

program management 'model, figure 4.1.

We recommended the formation of, an interdepartmental

operating commi'ttee to conduct an interdisciplinary prcAram in

preservice career education. We recommended thAt this 'interde-

partmental committee locate an operating-learning center for the

conduct of its career education program.

We' suggested that six courses be developed tO form-the

.
instructional cord for a preservice career education prc:Thi. We

Offered suggestions concerning the content of these courses. We

..discussed five-topics related to the core courses; i. e., emphasis

9 7
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on professional activity, emphasis on interptofessional activity,

developing career education 1eadership, a perspective on ri2search,

and a discussion concerning "infusion."

We commentc.d briefly on extension offerings and con-

cluded with remarks concerning on-campus infusion efforts,'

1.

S.



CHAPTER 5

RESOURCES FOR AN INSTRUCTIONAL SYSTEM

Introduction

In chapter two we discussed career education as the

effort of one sector of our soQiety to bring about self-system

integration, to the satiksfaction of both serf. and system. In-
- ,c

chapter three we presentOd a career development process model

fr6m which we also derived a career development program-model

W an interpersonal career.facilitation model. In chapter .

four.we offerOd suggestions for the management of universitY

level care(fr education programs.

This chapter ointains an organized selection of

appropriate preservice career education goals and objectives

and ,-;orrie references to guides to assessed career education

material.

9 9
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GoalS and Ob'ectives

, This section contains.instructional goals and objectives
,

than can .be used by an interdepartmental operating committee or

by individual university professors for planning courses and

modules in preservice career education.

in nine categorieS:

1. Process .

2. Theory ,and Knowledge

The goals are arranged

0

3- Assessment

4, Awarengss

5. Decision Making
'.9

6. Plar:ement

7. Resources

8. Organization

9. Evaluation

Each goal is accompanied by a set of pertinent objectlives.

The objectives were arranged according ta three suggested levels\

of instructional progression to .aid thoseewho may wiSh to pro-

gram in levels. The sectiOn concludes with some references to

other sources containing career education instructional goals and

objectives. .We have consulted these other works and the work of

our colleagues at Northern Illinois University in developing this

section of goals and objectives.

100
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Process

Goal: An understanding of the interpersoaal careee facili-

tation model-which is presented in chapter three Gf .

A Handbook for the Preparation of Educational Personnel

in Career Education.

Objectives:

(J) 1.

- (I) 2.

(I-) 3..

(II) 4.

'

Read'and study the,interpersonal carepf fci1itation

model described in chapter three of this manual.

DescriL9 at least three ways in which you can make

.use c;27 the interpersonal career facilitation model.

Explain the interpersonal career facilitation model

to a member of your class.-
- *
Explain the interpersonal career facilitation model

to scwerfil teachers, counselors and/or administrators

in your school district and write a brief summary of

their comments and reactions.
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Process

Goal: An understanding-of the goal setting phase of the

interpersonal career facilitation process which is

presented in chapter three of A Handbook for the

PreparatiOn of Educational Persc.nnel in Career

Education,

Objectives:

(I) 1.

(I) . 2.

(I) 3.

( I ) 4.

(I) 5.

) 6.

Define "goal" and aecribe some reasons for the use

of gOals in the interpersonal career facilitation

process..

Outline the process one goes through in setting a

-J

goal.

Write a paper discussing the factors influencing per-

sonal selection of goals.
4

Describe some of the-characteristics of a Well-written,

goal.
'31

Write a eries of sample personal caeeer development'

goals.

Descilbe ways in which you cal% assist others in

setting career goals.

102
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9.4

i'rocess

Goal: An understanding of the asses5iment.phase ofs the inter-

personal career facilitation process which is pre-

sented in chapter th-rce of A Handbook for the Prepa-
.

,o

ration of Educational Personnel in Career Education.
4

.Objectives:

(I) 1. Tell orally what is meant by the'assessment phase of

the interpersonal career facilitation process.

(I) :2. Participate in a group discussion focusing on the
7.

kind of information that Would be valuable in this

type of assessment.

(1) 3. List waVs in which this'kind of asessment information

can be attained.

4.. Explain n writing why the facilitator's and student's

cycles have been particularly joined at the assess-

ment phase -Of the interpersonal career facilitation

process.

-



9 5.

Process'

CO01: An understaning C3f the planning phase 4 the inter- ,t

personal career facilitation prodess.

Ob)jectiveS:

(1) 1., Te11 oraily what is meant by the planning phase of

the interpersonal career facilitation process..

(1) 2 Describe the process you personally go through in

planning for action.,

(I)

(1)

3. List some of the charrtcteristics ui a well-:desi:med

plan.

4. Design a plan or actior related to one (or more) of

your personal career goals. Carry out the plan and

write a paper discussing the strengths and weaknesses

of theplan you designed.

1

1

9

1

4
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0. Process

(J .

1 7

Goal:, s'ki41,s for facilitating the career.development of
\

others according to the interpersonal career facili-

-tation model which is presented in chapter three" of

A Handbook for the Preparation of Educationell Personnel.

in Career EducatiOn.
4

-Objettives:
.

. ..

t

(I) 1. Participatein,a -Iroup diSmAssion concernirig the waysN .P

^

(I)

in which . ,tudent and a facilitator can be involved

with ea-ch other during the interpersonal career

facilitation process.

Tell yoU small grouP the purposes.of th9 direct

assistance cetings that take place,between the

student an facilitator (teacher, *counselor or admin-

istrator) during the interpersonal career facilitation

process-. / :
. o

r

(0' 3. List some of the activities that Might take place
t

during a direct AsSistance meeting between a stddent
f

('
A

arid facilitator.

(II) 4. Choose a partner in class-and assume theoroles of

facilitator and student. Assist each other in one

aspect'of career 'development through the interpersonal

career facilitation process described in the model.

Atthe end of the process eValuate each other with

1



.

. 4 ",

te"..7

41, .

regard to* the rolps'i.ot facilitatir and facilitated.

rind a person who will. Volunt9er some time' each

week for a semester and atisAt the individual in

yis or her own career develorment through the inter-

"personal career facilitation process de±ribed in

the nde1. &

AP.

G.

106
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Goal

4. Process

98 .

Skills in record keeping to'be used in facilitating

4he career development of others.

Objetives: -

(I) 1. List some tyries of information that would be bene- (

ficial to maintain in a contfnucts record when

facilitating the career development of others.

(I) - 2. ..V1eW Overal different methods of record .keePing.

(II) 3. Design your own method of record keepina. Describe

,
i,ts-advantages and disadVantages.

4. Using the method.of record keeping that you designed,

maintain a,continuous record of another person's
go,

career. development Cor aperiod of at least two

months.

1

101
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Theory and Knowledqe
a

Goal: An understanding of career development.

Objectives:

(I) .1. Read and discuss in small groups some major caFeer
. .

development theories (Ginzberg, Holland, Roe, Super,

Tiedeman and O'Hara), -

D.
(I) 2. Identify, outline and coMpare the important elements*

of the career development theories studied. Write

a short summary for each theory in your own wo.rds:

3. List elements that you believe are important in

°

career developmert.

(I) 4. Briefly.describe your owA theory Of'career developpent.

(II) 5. Briefly report on what the theorists studied (or

others) have done to verify their.proposed career

development theories.

(II) 6. 'Compare and.contrast in writiro at least five ma:jor

career development theories. Conclude ,by indicating

what theory(ies) you belieVe to be most valied and

discuss the reasons for your choice.
:

(II) 7. Write a detailed history of yourown career development.,

(II) 8. Write a thorough exposition of ,iour own theory of

career development,

(III) 9.. Read and summarize some of the,major longitudinal

studies.in the\Tield of career development (Super's

Career Pattern Study, Gribbons and Lohne's Study of

4

108
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Readiness for Vocational Planning, Crites' Voca-

tional Development Project, Project TALENT, Cooley':

research, etc.).

(III) 10. Trace the career development of a small group of

students and writg,a paper which discusses specific

ways in which their development was, and could have

been, facilitated.

1C-t)
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Theory and Knowledge

Goal: An undekstanding of the vocabulary of "career education

Objectives:

(I) 1. Construct a list of terms frequently used in the

literature pertaining to career education.

(I) ,2. Review definitions that have been proposed for impor-

tant terms in dareer education literature. i'rom

this review, select those definitions which seem

most appropriate to you and keep a record of them.

(I) 3. Write rour own definitions for career education terms.

(II) 4. Write a paper discussing the relationship between

career developmentand career education in which you

make use of the basic Arms used in career education.

110
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Theory and Knowledge

Goal: An underStanding of how career development and child

development are related and how the concepts of both

are applied in career education.

Objectives:

(I) 1. Review several child development theories and iden-
,

tify the major concepts,
/CA

(I) 2. Review several career development theories and iden-

tify the major concepts.

3. List ways in which basic concepts of child develop-
;

ment are correlated to those of career development.

(1)

4. Write career education objectives based on concepts

of child and career development.

(II) 5. Plan an activity or a unit of instruction that includes

materials and objectives based on concepts of child

and career development.

(III) 6. Construct a detailed timeline which reflects the

interrelatedness of child and career development.

Using the timeline as a reference base, write a

paper proposing what the basic aims of career education

should be at every level and include suggestions

as to how these aims could be carried out.

111
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Theory and Knowledge

Goal: An understanding of current issues in the field of

career educatiOn.

Objectives:

Identify at least five issues in the field Of

career educatiori and describe their, current status.

Participatb in a debate or panel discussion related

to one of the current issues in career education.

Interview at least three people who are involved in

career education and,ascertain their .stance ,)/1 on

of the current issues.

Write a paper in which you summarize'.current infor-

mation and authoritative opinion on one issue.

(I) 1.

"(I) 2.

3.

(II) -.4.

Choose a position and support your belief.

1 1 -2
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Theory and Knowledge

Goal: An understanding of career education programs._

ObjectiVes:

(I) 1. Read and discuss in groups various descriptions of

career education programs that have appeared in

books or articles in recent years,

(I) 2,

(1) 3.

(II) 4.

(II) '5.

(II) 6.

(II) 7..

(III) 8.

Compile a list of factors that describe what a

career education program is.

Write your own definition of a career education

Program.

Identify typical goals for a comprehensive career

education program.

Write a paper discussing the difference between a

career education program and a vocational education

program.

S-:udv the design of at least two career education

programs. Write a brief summary of each.

Outline an ideal-career education program for a

school district of your choice.
4

Develop a detai/ed proposal of a one and five year

plan for a career'education program at any level.

1 3
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Theory and Knowledge

Goal: An understanding of the career education movement in

the United States.

Objectives:

(I) 1. Compileya list of statistics (ecOnomisc, 2ducation,

work force, etc.) that reflect a need for career

education.

(I) 2. Make an outline depicting the various philosophical,

social and economic factors leading up to-the recent

career education movement.

List ways in which federal, state and :ocal govern-

ments have influenced the career educatiOn movement.

Write a collection of brief sketches about the key

ticures in the career education movement.

Research and write a paper that traces the develop-

(I) 3.

4.

(II) 5.

(III) 6.

r,
ment of the career education movement.

Write a paper which predicts in detail the short and

lona ranae future de,relopment of the career education

moveli)ent Support the predictions being made, as

.much as it is possible to do so.
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Theory nd Knowledee

Goal: An understanding of the implications of career edu-

cation for special groups.

Objectives:

(1) 1.

(I) 2.

(II) 3.

(II) 4.

(III) 5.

Describe stereotypes associated with race, age, sek

and religion as they relate to career development.

Read and summarize several sources discussing the

implications of career education fer different

special groups,such as gifted, talented, handicapped

or disadvantaged students.

Participate in a panel discusS'ion regarding the career

education "of a.special group.:

T;;rite a career education lesson plan for working with

a special group. 0,sign activities and choose

materials for it.

Create a carper education progam specifically

,dosigned for students of a special group.

115



'16

Goal:

Objectives:

107

Theory and Knowledge

A knowa.eage of prominent criticisms of career education.

(I) 1. Read and discuss in class at least three articles

containing criticiims of career education.

(II) 2. State at least three criticisms-of career education.

Write a rebuttal to.each. Support your position by

inclu4ing references.

(II) 3. Participate in an in-class clebate concerning one

criticism of career education.



Theory and Knowledge

Goal: Knowledge of occupational clustering schemas.

Objectives:

(I)

108

1. Orally dgscribe the "Various occupations you have had

and list the skillc recrinii-ed fnr AcIt)1 nnP-

(T)' 2. Briefly'describe each_of the fifteen United States

Office Of Education occupational clusters.'

(I) 3. Briefly describe the Illinois Office of Educatioh

6ccupational clusters.
-

(I) 4.. briefly describe the clustering of occupations

used in the Dictionary of Occupational Titles (DOT).

(I) 5.- Briefly describe the occupational clustering schema

developed by Anne Roe.

6. Select at least two occupations from-each of three

clusters and describe entry'requirements, work acti-

vities, expected salary, benefits and the employment

outlook for each. Cite the sources used to obtain

this information.

(Ii) 7. Choose a cluster and design a sample lesson unit to

familiarize students of a particular a:ge level with

occupations from that Custer.

( I I ) S. Discuss the relationship between occupations and

personal lifestyles.

IIi
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(III) 9. Conduct occupational role-playing activities or

other simulation activities with students.
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Assessment

Goal: To select, administer, score and interpret instru-'

Ments used for needs assessment in career education,

program planning.,

Objectives:
-

(I) 1. Compile-a list of sourceq of information on needs

assessmen instruments that could be used in career

' education program pl'anning.

(II) 2. Investigate several career education needgfassess-

ment insyrumentS anak-briefly report on the use of each
. 4

0

one..

(II) 3. Select one career education needs assessment instru-

ment and write an in-depth report on it.

(III) 4. Administer, score,and interpr3t one needs assessment

instrument with a group of students, and prepare-a

written report describing how the results could

effect career education program planning for these

students.

119



Goal:.

Objectives:

(I) 1.,

(I) 2,
.

(I) 3.

(II) 4.

(III) 5.

111

Assessment

Skills to C011ect and ana;yze needs assessment data

to be used in career educat4on program planning. 4

4.

4

List the types oP data that would be useful for.,

assessing needs for career education.

Give two examples of needs assessment studies that

have been done in the field of career education.

Identify Methods of collecting and, analyzing data

for assessing needS in relation to career education.

Propose a plan for needs assessment in a setting

of your choice.

Implement a needs assessment study in a setting of

your choice and-report on the results.

120
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Awareness

Goal: Self-awareness as it pertains to career del.7elopment.

Objectives:

(T) 1, Keep a journal of personal thoughts and feelings

about.yourself for a short period of time and then

indicate how these are related to your career devel-

opment.

(II) 2. Participate in several individual and group self-

awareness activities in class. Following these,

'orally discuss the value of these types of activities

for career development.

(II*) 3. Discuss the relationship between self-awareness and

career awareness.

(II) Design an instructional unit, for use-at a particU--

lar level, aimed at increasing the ptudent's under7

standing Of self (in terms of. interests, abilities,

attitudes, values, needs, etc.) in relation.to

personal career development.

1 2

'a



Awareness

Goalst Educational awareness as it-pertains to 6areer deveI

Objectivds:

(I) 1.

(1) 2.

(II) 3.

4.

(II)

oipment..

Describe in writing at least-five ways in which for-
t

mal education haa prepared you for aCtivities out-
,

side of the school setting.

Compile a list of possible school-sponsored activities

designed to take plac.e'out of the classroom which

would promote the career development of Students.

Intqrview leaders .of local businesses and community

organizations concerning how the school could work

4

witH these ,groups to prOmote the career development

of students. Orally report the interviews4%to the cla'ss.

Choose one of the United-States Offiee of Education-

occupational clusters. Make a detalled-Outiine of .

ways in which all levels of scbool could institute

career plannina activities for that cluster nf

occupations.-

5. Writt'a paper discussin6 the connectibri between
-

educational awareness and career development:
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t.Awarene:Ss

Goal: Social awareness as it pertains to career development.

Objectives:

(I) 1.

(I) 2.

3.

;

(II) 4.

(III) 5,

List at least five ways in which family members or

friends have'influenced your career development.

Participate in groupeactivities aimed at developing'

social awaredess. Following these, orally discuss

the value of these types of activities for career

ddifelopment4

Discuss how the major career development theorists

you studied i.reated'ithe social'aspects bf career

development, ,

Identify the relationship between social awareness
4

12and' career development.

Write a paper on the sociological relationsh0 of

the self and the social system .in career development.

Discuss roles, positions, norms, ideals, sanctions,

power, status, communication, and/or other socio-
",

logical factors.

r,



Awareness

Goal: Career awareness as it pertains'to career development.

Objective's;

- (I) , I. Formulate your own definition of career awareness.

(1) 2. Read and discuss various definitions of cafeer aware-

ness.

(II) 3. Compile a list of some of the major elements of

career awareness.

;In 4. List some of the factors contributing to the devel-

opment of career awareness.

(II) 5, Describe the roles of teacher, counselor and adminis-

trator as facilitators in the development of career

awareness in students.

6. Describe the relationship of career awareness and

career development.

121
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Awareness

Goal: Economic awareness as it pertans to career develop-.

ment.

Objectives:

(I) 1.

(I) 2.

(I) . 3.

(II) 4.

(II) 5.

(II) 6.

(II) 7.

(III) 8.

Define economics, labor, the market system and other

commonly used economic terms.

List at least five ways in which economic factors

have affected your career development.

Compile a list of sources containing economic infor-

mation that would be useful in career education.

Identify at least five economic factors in career

decision making.

Describe the present, and probable future, labor

market for the different occupational clusters.

Design and implement an activity aimed at developing

students' economic awaren?ss.

Participate in a panel discussion concerning man-

powermeeds and employment trends at the local,

state and national levels.

Develop lesson plans which focus on the roles which

the market system, economic instability, economic

growth and change play in determining career choice.

4

12:3
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Decision-Making

Goal: An understanding of how past experiences influence

Objectives:

(I). 1.

(I) 2.

(II) 3.

(III) 4.

career.decision-makinq.

Discuss in class some types of life experiences that

significantly affnct career decision-making .

Construct a timeline from birth until now and locate

on it five significant experiences in your life. De-
,

ibe how these experiences affected your career

decisions.

Design an activity foran age group of your choice

that demonstrates how past experiences influence

career decision-making.

Write a dazeer autobiograPhy that consists of a

collection of personal life events, i. e., leisure

and work experiences, important people in your life,

personal rewards and frustrations in your life, etc.,

that are both good and bad. Describe these events

in terms of your feelings about them and what you

have learned from them. Hypothesize about how

these events have, and might, influence your career

decision-making.

126
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Decision-Making

Goal: An operational knowledge.of differentiation, inte-

gration and hierarchical restructuring.

Objectives:

(I) 1. Define differentiation, integration and hierarchi-

cal restructuring.

(II) 2. Participate in a group discussion focusing on what

part differentiation, integration and hierarchical

resturcturing play in career decision-making.

(II) 3. Describe several personal examples of how you have

used differentiation, integration and hierarchical

restructuring.

,7
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Decision-Making

Goal: _An understanding of choice.

Objectives:

1. List factors that affect choice.

2. Discuss in class the importance of choice in personal

career development.

3. Describe the developMental nature of choice capability.

4. Writ a paper explaiaing how choice is treated in

eacb of the major career development theories studied.

J. Describe how choice is treated in your own'career

development theory.

128



Decision-Making

Goal: An understanding of the decision-making process.

Objectives:

(I) 1.

(I) 2.

(II) 3.

(II) 4.

120

Read and discuss several decision-making models

(Tiedeman, Miller-Tiedeman, Gelatt, and others),

Analyze a recent personal decision. Compare the

steps you went through'in making the decision to the

processes described in the decision-making models

you studied.

Outline the process that best des.Cribes your most

frequently used personal decision-making strategy.-

Create a model of it. Suggest ways in which this

strategy might be improved.

Select four people of \-rarious ages and review with

them two decisions they have made recently. Des-

cribe the decision-making strategies that each used.

Compare and contrast these different strategies and

suggest ways in which they could be improved.

(II) 5. Participate in a small group activity in which you

experience the making of a group decision.

(II) 6. Write a paper discussing the-sitilaicties and dif-

ferences between individual and group decision-making,

(III) 7. Develop a personal theory of decision-making, drawing

freely on the theories you have read if you wish.

Design a model to accompany your theory.

129
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Decision-Making

Goal: Knowledge of some 'ways to facilitate the development

of decision-making skills in others.

Objectives:

(I) 1.

(I) 2.

(II) 3.

4.

(III) 5.

Describe the roles of teacher, counselor, and admin-

istrator as facilitators for the student's develop-

ment of decision-making skills.

Compile a li.st of games, audio-visual materials,

activities and techni4ues that can be used to teach

decision-making skills. Demonstrate the use of'at

least one of them in class.

Plan and implement small group activities in which

students experience making group decisions regarding

some career-related problem situations.

Design a series of lessons and activities for a par-

ticular age group to familiarize students with-the

steps involved in a decision-making process.

Plan and implement three individualized activities

in which students experience and focus on movement

through the steps involved in a decision-making prOcess

130
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Decision-Makim-

Goal: Knowledge of the use of computer systems to facili-

tate the development of decision-making skills in

persons.

Objectives:

(I) 1.

(II) 2.

(II) 3.

(II) 4.

(III) 5.

Read and discuss how computer systems are being used

to teach people decision-making,skills. Prepare a

detailed explanation of Cow the skills are taught by

at least two different computer methods.

Experience, or if not possible, simulate use of a

computer system designed to teach decision-making

skills.

Participate in a panel discussion focusing on the

advantages and disadvantages of using computer sys-

tems to thach decision-making skills.

Write a newspaper feature article in which you pre-

diet the future use and importance of computer sys-

tems in the L:eaching of decision-making skills.

Design a research project to study the effects of

using computer systems in the teaching of decision-

making skills.

131



Decision-Making

Goal: Knowledge of how guidance programs can facilitate

the development of decision-making skills in persons.

Objectivess

Describe the role of guidance programs in tile devel-

opment of decision-making skills.

Participate in a group guidance activity aimed at

developing decision-making skills. Report on your

'experience.

Visit a school that has guidance programs aimed at

developing decision-making skills. Inter-View some

(I) 1.

(II) 2.

(II) 3.

(III) 4.

(III) 5.

of the leaders and observe the program in progress.

Write a program proposal describing how individual

and group guidance can be used to help people develop

deci:3ion-making skills.

Design and implement a short term group guidance

program focusing on the development of decision-

making skills.

132



Placement

Goal: An understanding of placement services.

Objectives:

Describe various types of placement services.

Describe the roles of teachers, coungelors, and ad-

ministrators in placement work.

Interview several staff members at a placement center.

Construct an outline of their services and how they

provide them.

(I) 1.

(I) 2.

(II) 3.

(I1,) 4.

(III) 5.

4.

,124

Survey a group of employed adults to find out what

type of placement services they have,used and found

to be of value to them in the past, both in and out

of the school setting.

Design an operational model for placement services

in a setting of your choice.

133



Goal:.

Objectives:

(1) 1.

(I) 2.

(II) 3.

(II) 4.

(II) 5.

(II) 6.

125.

Placement

A knowlege of financial aids available for-students.

List different types of financial aids that are

available for all foins of continuing education.

List sources that can be used to obtain information

tegarding financial assistance.

,Fill out several differeht financial aid applications.

Write airVef report discussing-,the forms and the,

,procedures for filling them out.

Write to federal, state and local government offices

to obtain inTormation regarling financial assistance.

'Visit the high school in your district to view

financial aids information aAd to discuss with the

counselors the procedures inyolvd in obtaining

financial assistance.

Intervieif a financial aids dir6ctor at a local ,trade

school, juniortcollege, collegr or continuing edu-

cation settg,ofdyour choice.

131
ii
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Placement

Coal: Knowledge of how to collect and disseminate place-

Objectives:

(I) ' 1.-

4

2.

3.

(11) 4,

(II) 5.

'

(III) 6.

ment information.

eo

Tell what types,of information would be valuable in

1

a placement service.

List ways in which placement information can be col-
.

lected and disseminated.

Design sample placement newsletters and bulletins

for various school settings.

. Visit schools which have computerited placement infor-

/Mation systems. Use the system and write an

evaluation of it.

Describe'ways in which' tudents can be iTrolved in

the Foilection (and dissemination of placement infor-

mation.

Vjewsit a placement center and interview soMe staff

members there. Outline their procedures tor col- 47

lecting and disseminating platement information.

GO

p ''

13o
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Placement

_

Goal: Skills in preparing a resume.

Objectives:

(I) I. Read and discuss several sample resumes.

(I) 2. List the elements of an efflive resume.

(I) 3. Write a personal resume and present it in a group for

evaluation. Rewrite the resume incorporating some

of-the suggestions made by the group.

(II) 4, Write a letter to a friend explaining why he or she

should have a resume. Include some helpful sug-

gestions cn how to write one and how to usr pne,

.

136
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Placement

Goat: Job interview skills.

Objeves:

(I) 1.

2.

(II) 3.

(II) 4.

(II) 5,

128

Write the transcript of a hypothetical job interview.

Compile a list of skills that are importa.-,t to an
-

applicant during a job interview.

Int.erview or survey local employers to determine

what qualities they look for in a job applicant

during an interview.

Search resource materials and compile a list of aids

that are helpful in preparing for job interviews.

Role play job interviews, assuming the role of

_
- employer as well as job applicant, and evaluate

s,
-

the'results. (Use the hypothetical transcripts

deyelop0a in objective one, above.)
-

(III) .6:- Write a detaifed manual designed to prepare stu-

dents f,or, job ,interviews:
_

137
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Placement

Goal: Knowledge of productive wori habits.

. Objectives

(I) 1. Compile a list of personal work habits that are

important in securing and maintaining a job.

(I) 2, Identify.ways in which students can be assisted in

developing productive work hayts while in school.

(II) 3. Survey local employers to determine what work

habits they consider to be most important for their

employees.

(II) 4. Design a series of individual and group activities

aimed at developing work habits in students.

(III) 5. Desian a research project to study some factor(s)

influencina the development of productive work habits.
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Placement

Goal: An understanding of factors that contribute to job

__satisfaction.

Objectives:

(I) 1. Define in your own terms what is meant by job

satisfaction.

(I) 2. Describe a variety of factors that influence job

satisfaction. ,A

(IT) 3. Read and discuss some of the studies that have been

done regarding job satisfaction.

(II) 4. List all the conditions that would contribute to

makino a job personally satisfying for you. Con-
,

struct a hierarchy of these cor!dii.. -.s.

(III) 5. Participate in an in-class auction of working con-

ditions. z;-ter C a-2.ction, discuss in groups what

you have learned about yourself and others in relation

to job satisfaction.

(III) 6. Desian and implement a research project to study

some aspect of job satisfaction.
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Resources

Goal: Proficiency in selecting, using and evaluating

Objectives:

(I) 1.

(1) 2.

(II) 3.

(II) 4.

(II) , 3.

(III) 6.

materials for use in career education programs.

List types of resource material§ that could be of

value in a career education program.

Compile a list of sources that can be used to deter-

mine what career education resource materials are

available. Rate the usefulness of each source.

Propose procedures that should be followed for the

selection and evaluation of career education resource

Survey school persOnnel to determine what types of

career education resource materials they think are

needed.

Devise a system for school personnel to report

their evaluations of rescurce materials related to

career education.

Select at least three different career education

resource materials and use them aporopriatelY in a

school settin:I. Evaluate the effectiveness of the

raterials. SuzcTest anv improvements that could be

rade in the naterials or in the use of them.
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Resources

Goal: Knoweldge of school-based resources and of ways to

use them in planning and implementing career edu-

cation programs.

Objectives:

(I) 1.

(II) 2.

(II) 3.

Compile a list of the types of indiiduals (teacher,,

counselor, librarian, etc.) in a school system. De-

scribe the role of each in planning and implementing

career education programs.

Compile an indexed list of materials available in the

school district thu.t might be used in a career edu--

cation program.

List all the extracurricular activities and clubs at

a school and tell what.functions they have in

career education Suagest several activities or

clubs that might be of further value to a career

education program.

(II) 4. Survey school personnel to discover what skills or

knowledge they have that could contribute to the

plannina and/or implementing of a Career education

program.

(III) 5. Propose a °Ian for a career education committee com-

posed of 'z...2hool personnel. Include _a description of

its_purpose, authority, members, activities, etc.
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(III) 6. Design a career resource center for a school setting

of your choice.
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Resources

Goal: Knowledge of community based resources and of ways

to utilize them in the planning and implementation

of career education programs.

Objectives:

(I) 1. Compare the roles of the school and the community

in career education.

(I) 2. Compile a list of types of individuals in the com-

munity (parents, employers, government officials,

etc.) and describe the role of each in the planning

and implementation of career education programs.

(I) 3. Identify components of a parental involvement program.

(II) 4. Compile a list cf agencies in the communityand de-'--

scribe the ro1 -,. of each agency in the planning and

implementation of career education programs.

(II) 5. Interview members of several different volunteer

oraanizations in a community and report on ways in

which they can function as a career education resource.

(II) 6. Survey a community and construct a list of possible

sites for local career education field trips.

(II) 7. List the various local or national Youth orcani-

zations that relate to career education. Describe

the career education activities of these orgarlizations.

Graphically develop an adequate system of advisory

councils for a district career education proram and
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describe the activities each council might become

involved with in planning and implementing a career

educ4tioa program.

(III) 9, Sele:t a c-rommunity and create a comprehensive com-

munity 'esource manual to be used as a tool in the

planrdn.j and implementation of career education

programs for that community,

(III) 10. Diagram a channel of communications through which

school personnel and copmunity members can contri-

bute information pertinent to a career educaticn

program.,,
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Organization

Goal: An understanding of how federal :'-qislation and

state guidelines affect local career education

program plannincl,

Objectives:

1. Describe at least five ways in which federal or

stati govelnment can affect career education pro-

gram planning.

(I) 2. Briefly compare the Comprehensive Career Educa'tion

Model developed at Ohio State University and the

'career _education model developed by the State of

Illinois.

(II) 3. Present a brief synopsis of the manner in which

federal legislation in 1963, 1968, 1971; 1975, and

1976 has affected program planning at the local levei

(II) 4. Present a brief synopsis of the Illinois state

guidelines reaarding career education programs.

(III) 3. Describe the activities (inclUding personnel and

important materials) that occur in eaCh phase of

the Illinois Three-Phase System of Evaluation.

(III) 6. Describe the new dimensions to program planning that

have resulted from the 'Three-Phase System and their

implications for local districts and the Illincis

Office of Education.

145



137

Organization

Goal: Proficiency in planning career education programs for

a variety of settings.

Objectives:

(I) 1. List and describe the components of a career edu-

cation program plan.

(I) 2. Write a paper in which you discuss the meanings of

career awareness, career orientation and career

preparation: Discuss the significance of each-of

the terms as it relates to career education program

(II) 3.

(II) 4.

(II) 5.

(II) S.

planning.

Jescribe an adequate career awareness program for

elementary grades. Include overall program goals,

contrmt, student learning activities, personnel

involved, equipment used, and students served.

Describe an adequate career orientation program for

middle schools. Include all of the aspects of the
4

program listed in obiective-three.

Describr_t an adequate secondary level vocational

,education program, in-school and community` based.

-

Include all of the aspects of the program listed in

objective three.

De=ibe an adequate comprehensive post-secondary

education proaram, in-school and community

Include all of the aspeCts of the proaram

146 ,
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listed in objective three.

(III) 7. Design a local district one and five year plan for

career education according to state guidelines.

111
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Goal:* Competency at writing program diajectives to be used

in the planning of career education programs.

Objectives:

(I) 1.

,(I) 2.

(II) 3.

(II) 4.

(II) 5.

(III) 6..

Describe each of the three components of a program

management objective.

Write five program management ol,jectiveS. that contain

the three necessary components.

List ten or more sources of input for develoPing pro-

gram management objectives for career programs.

Detail proc2Aares, activities and forms lor using

program management objectives in total program plan-

nina and in program and staff evaluation.

Recommend procedures, activities and.forms for a

team apprc4ch to developing program management objec-

tives for'a local one and five year plan.

Write a one and five year plan for one component
. -

of a nearby sthool district. Consult with thl!I

district in doing so.
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Organization

Goal: An understanding of the roles of various people in-

volved in the implementation of career educatiOn

Objectives:

(1) 1.

(I) 2,

(II) . 3.

(III) 4.

programs.

Describe in detail the roles as you understand them

of the following types of individuals in career

education.

student career education.di ector

parent principal

teacher superintendent

department chairmen board of education

auidance personnel advisory councils

school staff local employers

Identify spec.fic tasks associated with each of the

roles described above.

_Describe mechanisms for involving each of these types

of individuals in planning a career education pro-

aram and specify the types-of input they can be

expected to provide.

Interview five persons with roles listed in objec-

tive one. Let them describe their roles in

career education as they- understand them.
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Organization

Goal: Skills needed to plan effective inservice training

programs fcr Career educatibn.

Objectives:

(I) L. Describe activities that could be offered in an

inservice training program'for career education.

(I) 2. Compile a list of community and state persons that

t. can4be drawn,upon as resource people in inservice

programs.

(II) 3. Contact state and national professional organizations

regarding sugaestions for inservice career education

proarams.

(I ) 4. Desian or locate instruments that can be used to assess:*

1) knowledoe of the staff regarding career

education.

2) Interests efthe staff regarding career

ediacation.

.3) The effectiveness of career education

inservice pr&grams.' 11.

III) 5. Visit and participate in career education inservice

proarams in several school districts. Write ,an

-

evaluative report on these programs.

(III) Desi= in detail a career education inservice program

A for the staff of a specific school.
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Goal:

Ciranization

. IKnowledge (If the claancial requirements of career

education.

142

Objectives:

(I) 1. Identify at least five components of career education

and describe the expenditures needed to support them.

(II) 2. List_ways in_which_reimbursement can be-sought for

various career education expenditures.

(II) 3. Review a local district budget and identify items

related to career education. A.

(II) 4. Interview a financial director and a career education

director in a local school district to gain some

knowledge of the financial requirements of a career/

education program.

(III) , 5. Develop a one year itemized budget for the imple-
,

mentation of a career education program at a specific

school.
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Organization

Coal: An understanding of Illinois state guidelines for

program reimbursement.
41e

Objectives:

sl. Describe the t..ype of elementary, secondary and

adur,; carer education programs that are eligible

,

for reiJIbursemenf: from th,2.Illinois Office of Edu-

cation.

2. Define ea-7h factor included in the Illinois Office.

of Education formula for reimbursing career programs.

3. CLApute the amount of reimburseent that would be

.provided to a local district for a particular

career program.

. Describe at least four types of special contractual

arrangements with the Illinois Office of Education

that provide for reimbursement to the local edu-

cation agency for career education program expen-

ditures.
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Organization

Goal: A functional knowledge of career education research.

Objectives:

Describf2 ways in which research can be used in

career education.

Read and discuss in class some of the major career

development research studies and the implications

these studies may have for you and your school.

Describe some major research tools and measures

used in corenr development resean:n.

Use a career development research tool or measure

in a small-scale career education research study and

write a report on the results..

Design a detailed career education research ..tudy

and write, a grant proposal for it.

(II) 1.

2.

(III) 3.

(TTI) 4,

.(III) 5.
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Evaluation

Goal: Skills needed to assess the career development of

individuals and groups.

Objectives:

(I) 1.

(I) 2.

(I) 3.

(II) 4.

(III) 5.

(III) 6.

I.

Read and discuss' several career development theories.

Identify elements of personal career development.

Compile a list of instruments, aids and techniques

that can be used to assess the career devalopment

of individuals.

Select a method of assessment and use it to assess

the career development of one student.

De6ign a program to assess the career development of

a group of students at a particular level and esti.-

mate the costs, time, personnel and space needed

for its implementation.

Implement a program to assess the career develop-

ment of a aroup of students at a particular level

and report the findings.
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Evaluation

Goal: akills needed to evaluate the effectiveness of a

Objectives:

(I) 1.

(I) 2.

(I) 3.

(II) 4.

(III) 5.

career education program.

Identify the components of a career education program.

Propose criteria for what constitutes an effective

Career education program.

Compile a list of techniques and instruments that

can be used to evaluate the effectiveness of.a

career education program.

Evaluate the effectiveness of one component of a

particular career education program.

Develop a=one and five year plan for evaluating the

effectiveness of a career education program in a

nearby school or district.
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Evaluation

Goal: Skills for collecting and analyzing subjective infor-

mation to aid ip evaluating and planning career

education programs.

Objectives:

(I) 1., List some types of subjective information that would

be useful in evaluating career education programs.

(I) 2. Describe methods for collecting such information

and give examples of how it can be used for future

planning.

(II) 3, Collect and analyze subjective information regarding

several students-and assess their career devel-
a

opment according to this information.

(III) 4. Collect and analyze subjective information for a

sampling of students in a school aml write an

evaluation' of the career education program based on

these findings.
4:1;2,
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Evaluation

Goal: To select, administer, score and interpret instru-

ments used for evaluating career education prwrams,

Objectives:

(I) 1,

(I) 2.

(II) 3.

(III) 4.

Compile a list of sources that would provide infor-

mation on evaluation instruments for career education

programs.

Investigate at least five instruments and briefly

report on the use of each one.

Select one instrument and write an indepth evaluation

of it.

Administer, score and interpret an instrument (or

battery of instruments) within an ongoifig career

education program and prepare a written report of

your results for the school district involved,
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Evaluation

Goal: Skills in the use of follow-up studies for the pur-

pose of evaluating and improving all education programs.

Objectives:

(I) 1. List the types of data that would be of value in a

follow-up study.

(I) 2. Identify ways in which follow-up data can be used to

evaluate education programs,

cry 3. Identify a procedure to use in gathering follow-up

information including any data colAction instru-

ments thai:_ are appropriate.

(I) 4, Gather follow-up data on several students who have

left school.

(II) 5. Plan a follow-up study in a particular setting.

(III) 6. Complete a follow-up study in a particular setting.

(III) 7. Evaluate the results of a follow-up 'study in terms

of the implications it has for all aspects of the
c

existing educational programs in that setting.
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instrczonal Resources'

Tt is beyond the purview of this particular project to

ccnduct a comprehensive survey of materials available in career,

education. HowPver, a very extensive survey of ..:r.reer education

materials was -onducted concurre4tly'with thiz p.-ciwjExt by the

ERIC Clearinghous in Career Education aeNalcoern Illinois

University. The report for this companion proje'- . entitled

Ke Resources in Career Education: An Annotated G.;Lek-4 will

be available in September, 1976.'

Also, a second high quality survey, the EPIE Career ,

Education S*E*T, came to our attention during thi:.; past year.

We recommend that these two refercnce works be obtained

for use on any campus where preservice preparation in cireer

education is being developed. Taken together, they constitUte

the most complete survey of career education materials that we

have knowledge of. The two resources are annotated bolow.-

ERIC Clearinghouse in Career Education. Key Resources in Career

Education: An Annotated Guide. DeKalb, Illinois:

Northern Illinois University, 1976.

This annotated directory is a guide for individual

thinking and decision making in rdiAnning career educatioh pro-

grams. Tt contains references for iocational psychology, career

.aevelopment theory, career edu'a\4n definitions, career edu-

cation models, programs, and curriculum at all levels, and many

related topics, as well_as referenc o assessed,career education

materials.
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Many thorough canvasses of career education and career

guidance taterials were made. Only the more comprehensive and

synthesizing of the many available compilations were selected as

ey resoqrces for this directory.

-EPIE Institute. EPIE Career Education S*E*T. 2 vols. New York:
EPIE Institute, 1975, Vol. 1: How to Select and Evaluate
Instructional Materials. Vol. 2: Analysis of Seven
Hundred Prescreened Materials.

-

Volume one provides information on how,to evaluate and

select instructional materials designed to meet career education

goals in career awareness, education awareness, economic awareness,
A.

decision making, career preparation and training, and other career-

related competenci43s.

Volume two presents abstracts of bot ). commercial and non-

commercial career education materials for all age levels. Materials

copyrighted prior to 1971 were not considered for inclusion.
se

Chapter Summary

This chapter provided curriculum elements which can be

used as components for the organization of preservice career

education courses and modules on university campuses. A set of

curriculum cjoait: and objectives and some.references .tc compre-

hensive guides to assessed career education instructional

materials were provided.
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CHAPTER $

FORMATIVE COURSE EVALUATIONS

NORTHERN ILLINOIS T,NIVERSITY

Introduction

Northern Illinois University. developed five and imple-

ment(--d six courses in preseryice career education during the.

1975-76 academic year. The courses were:

1. Foundations of Career Education

2. Career Development Theory

3, Sidnar on Research in Careers

4, Teaching for Career Development in the-Ele.mentary School

5. -Career Education,Techniques

, 6, Organization and Administration of Career Education

All Six courses were open to interdisciplinary enrollment.

There were no prerequisites.

In this chapter"a brief description of each course is

followed by an outline of the subject matter, competencies,

activities, evaluation, and references used in the course.

Following the outline of each course is a sample lesson plan.

This section was developed by consulting course materials

submitted by the instruaors to the authors and by interviews

with the instructors involved. All but one of the courses was

offored for the first time iis year.
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Foundations of Career Education

developed by

Dr. Ruth Woolschlager
Department of Business Education.

and

Dr. Edward J. McCormack
Division of Counselor Education

Northern Illinois University
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Course Outline

1, Descriptiori: This course is intended to familiarize the under-

gradtiate and grOuate student with basic concepts and methods.

4.
in career education, and to develop the necessary foundation

for those considering further study in career education.

2. Subject Matter

a. OVerview of careerdevelopment theory and practice

(41.) Donald Super

() Eli Ginzberg

(3) David V. Tiedeman

(4) Ann Roe

(5) John Holland

(6) Sidney Marland

b. Perception of self as related to careers (Value Scale of

Occupations)

c. The world of work

d. The career education process: bringing new life to.school

.Ncourses
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e. Career education as part of the variousdisciplines

in secondary schools

f. Interest inventories and aptitude tests
A

g. Relationship of vocational education to-career education

h. Cooperative education and internship as an integral

part of career education

i. Roles of Community college and four year colleges in

career planning

j. Adult education as an aid to changing careers or

developing news careers .

k. Techhiques and materiels useful in .aiding and devel-

.
oping career awareness, exploration

imphasizing the use of ERIC and the

I, The relationship of role perception,

and unemployment

m. Attitudes of the unemployed

n. Projecting career opportunities

o. Methods for career plannlng and Ovising

and preparation,

Learning Center

p. Applying for a position arid getting it, resumes,

views, etc.

g. The concept.. of,omotabiliLy with specia

to the promo bility of Women
4.

inte'r

attention

d.

r. Current research in career education and opportunities

for further research'

s. Thz. work of stat'e a encie and federal funding

13 4
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t.. Removing age, sex, race and physical handicaps as barriers

to career development

3. Competencies

a. Explain in writing at least three central issues in

career 'development theory.

b. Discover and analyze at least four reasons for the impor-

tance of career education in the United States today,

c. Develop a lesson plan which fuses career education objec-

tives with those of a given subject or discipline.-

d. Conceive, develop and present a career education project

(including supporting readings) which will be usefUl in

a school situation.

e. Write a paper exploring self-concepts and role perceptions

-in relation to career choice.

4, Activities

a. View slides, sound-slide programs, videotapes,

strips and films.
_

. b. Interest inventories and aptitude tests

c. Field visits

d. Panel, group, -and in-class discussions

e. Role plaving

f. Readina-assicned materials and other references

a. Writing career education objectives

h. Reporting on career projects

1. Attendina a career education conference

1;35_
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Evaluation

Because of its foundational nature, a great variety of stu-

dents took this course. This variety in enrollment provided

interesting interprofessional exchange among students and be-

tween,students and instructors. However, it also made it !Ilore

difficult to meet the variety of career education needs of thc

stud=:nts. Team teaching proved to be v6ry beneficial in this

regard because of the valstly different professional backgrounds

and experiences that could be drawn upon.

A variety of materials and activities and sufficient time

for extensive interchange in class are vital to the success of

this Course. It is suggested that the required readings be

expanded,, that the nuilber of on-site visitations be increased,

:Ind that areater use he made of individualized exi,er' lces to

meet the needs of diversified student enrollment.

Persons teaChina this course should have a thorough know-

ledge of at least the followina:

career development theorics,

2. the career education prattices of teachIP-__:, counselors,

and administrators,

3. a variety of career education materials and activities,

4. a variety of current cateer education programs.
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Wright, Audrey. The Business of Getting a Job. Chicago:

American Marketing Association, 1961.
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Sample Lesson Unit

Foundations of Career Education

Resumes and Job :nterviews

by

Dr. Ruth B. Woolschlager

I. Main Ideas

161

A. The importance of a well written resume in obtaining

a job

B. Elements of a well written resume

C. The importance of effective job interview skills in

obtinina a job

D. Characteristics of effective job interview behavior

II. Objectives

A. Establish criteria for a well written job resume

B. Develop, skills at preparing a resume that,conforms to

the criteria established in II-A:

C. Describe effective job interview behavior

c.!

D. Develop skills at recognizing effective job interview

behavior'

0 E. Develop effective job interview behavior through role

playing

III. Pre-assessnent

A. Students will be asked to identify the elements of

a woli written resume and of effective job interview.

Thrv -..-ill compare their lists with elererits identified

by f_,ther class members.
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B. A Preliminary resume is submitted by each student.

IV. Main Activities

A. Students survey newspaper ads of job listings from a

Sunday edition of a metropolitan paper and select

several jobs that appear interesting.

B. Students'prepare a resume that would be appropriate

for the jobs selected in IV A.

C. Entire class disCusses elements of a well written

re:A:me.

D. Students break into small groups,where they will

remain for the 'balance of the lesson.

E. Students distribute their resumes to small group

members. Each resume reviewed in turn by the group.

F. Group members diScuss characteristics of both effec-

tie,.e and ineffective job interview behavior,

G. Grot.p members role play with each both effectLve

cj ir ffective jot interview behaviol related to the

iQbs 4'or which t.17e resumes were prepared.

Group members discus the job interview beavi3r that

-ach group remb(ir_displayed.

st-assessuient

A. Students revised resumes.

3. Students ---,rod%..e scriptz "he form of written dialoaue

or on tape ei-at displz,v effective interview behavior.
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VI. Materials and t.upplies

A, ;:lnday editions of metropolitan newspapers.

.B. Dittoed copies of sample resumes.

163

Tape recorder, and tapes or videotapes (if desired).

VII. Time estimate: approximately five hours of class time.

VIII.. Cbst estimate

A. ?rice of a Sunday edition of a metropolitan paper.

B. Price of a recording tape (if desired).

Resources (if Desired)

Why- and How to Prepare an Effective Job Resume.

New Yozk: World Trade Academy Press, Inc., 1956.-

P. What Color is Your Parachute? Berkeley: Ten

Sr.; Press, 1972. .

T:Im and Mavleas, Dayidyne. The Hidden Job Market.
Harper and Row Publishers, 1975.

Jacluj 1,ichael P. Personal Resume Preparation. New York:

John Wiley and Sons, Inc 1968.

Caroline. The Resume Workbook. Cranston, Rhode Island:

:',arroll Press, 1970.

'..=.17tti7f, J. L. Careers: Exploration and Decision. Englewood

Cliffs: Prentice Hall, Inc., 1974.

Audrey. The Business of Getting a Job. Chicago:

-A*
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Career Development Theory

developed by

Dr. Michael A. MacDowell
Department of Student Teaching and

Director, Illinois Council on Economic Education

and

Dr. Edward J. McCormick
Division of Counselor Education

Northern Illinois University

Course Outline

1. Description: This course will provide the student with a

thorough background in current career development theories.

Open to graduating seniors and araduate students.

2. Subject Matter

a. In depth study of career development theories

(1) Ginzberg et al

(2) Holland

(3) Roe

(4) Super

(5) Miller-Tiedeman

(6) Tiedeman

b. Career education terms

c. Models and systems thinkina

d. .5ecision making

P. Development of a personal career development theory

f. Self-concepts and systems2concepts they relate to

career development

-
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g. Economic factors affecting career choice, including:

(1) economic growth

(2) economi. instability

(3) market system

(4) manpcwer needs, etc.

h. Carc,er counseling strategies

3. Competencies

a. Define differentiation and integration. Give at least

two examples in your own experience.

b. Define career, career education, and career development.

c. nake a written, personal, explanatory statement about

career development. Show use of differentiation, inte-

gration and an organizing point of view.

d. Identify in writing the elements of five career devel-

opment theories (Roe, Super, Holland, Tiedeman and O'Hara,

Ginzberg et al). Tell the meanina and significance of

each element.

e. Discuss with class members in a small group setting the

concept of interrelatedness in systems thinking, parti-

cularly as it relates to career development and career

decision making.

Discuss-with class nembers in a small group'Settine the

concepts of models in systems thinking', particularly as

it relates to career development and career decision

7akina.
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g. Describe i ting your personal style of decision

making.

h. Identify in .1.-iting at least five basic economic com-
,

ponents of career decision making.

i. Describe verbally the present and probable future labor

market trends for different occupational clusters*

1. Show use of'career information materials in career

decision making.

k. Develop ut-.--able classroom materials for:manPower and

career education instruction.

1. DeS"cribe in writing the roles which the market system;

economic instability, and economic growth and Change

play in determining career choice.

n. After reviewing a film and individually composing a list

of factors influencing self-concept, discuss with class

members in a small group setting the factors contri-

buting to the development of a desirable self-concept.

n. Explain to class members at least one career counseling

approach that could be taken in each of two different

47.3-ze.ar conno1 im7.1 case studies..

o. :5se economic-career education lesson plans in an actual

class or micro-teachina situa ion.

Activities

a. View slide/csette presentations, films and filmstrips.

Yaintain a pefsonal jour nal.

1 7 5



167

c. Small and large group interchange

d. Short oral presentations

e. Written exams both in and out of class

f. Assigned readings

g. Micro teaching,

Evaluation

_
The major strength of this cOurse was the integration of career

development theories, awareness of self as a theoretical resource,

ard knowledge of the soles of the self and the system in career

development within a continuously evolving personal theory of

career development. Initially, some difficulties arose because

of divergent expectations of the students and the instructor,

students expected tore Structuring of their career devel-

opment theory task .70y the professor, while the professor expected

more structurinc, by the students. From this, it was learned that

it is necessary to convey tnci idea from the-very'begifining that

he student is.alreadv a career development "theorist" who has

alri7ady accumulated much of the knowledge and e:7-Terience that is

kssential topersonal theorizing about careers. Also, some im-

.1-overnenEs could be rade bv eliciting attempts at a-personal

carf=.er development theory in the very beainnina of the:course

and ty allowing more in-class time for _-,tudents to Share ideas

ab--)ut their personal theories with each oth2r. The use of the

le r::-;n7, center '-'-ac;lities to handle thr,. c:.reer and economic infor-
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mation dispensing aspects of this cnrse is encouraged to leave

more classroom time for creative activity.

Team teaching can be particularly helpful for approaching

different aspects of self-system integration in career develop-

ment. Those who teach the course as outlined here should haVe

knowledge of:

1. career development theories

2. decision-making strategies

3, economic ;lactoP in career development

Ictors affecting self-system integration

5. how models are used to guide effective action

G. systems thinking
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Sample Lespon Plan,

Career Development Theory

Basic Economic Concepts Relating
to Career Decision Making

by

Dr. Michael A. MacDowell

I. Main Ideas

A. Main Theme

1. Students c9nnot make appropriate or rational

decisions about careers without knowledge of the

economic system in which these decisions are to

be made.

2. The object of this theory unit is to provide pre-

service and inservice personnel with basic under-

standings of the American economic system and its

relation to manpower distribution and career

opportunities.

B. Supporting Themes

1. All work is' important in our economic system.

2. The performance of work is rewarded by psychic

satisfactions as well as by income.

IT. Objectives

A. Main objectives

I. To have studenLc gain an appreciation of the role

of work in our economic system.

2. To have students become familiar with the basic
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economic factors relating o manpower distribution.

3. To have students understand the meaning of economic

concepts as they relate to manpower distribution.

4. To have students utilize such resources as Man-

Power in Illinois and The Occupational Outlook

Handbook.

B. Supporting objectives

1. The students will understand the effects of

economics on career decision making.

2. The students will increa5e their economic .!.;cier-

standing score by thre ,! points on the post-test,

relative to pre-test scores.

3. Inservice teachers will utilize the course

activities in their classrooms.

4. Preservice teachers will utilize the course

activities in a teaching unit lab.

5. All enrollees will utilize the learning lab to

view career education materials such as Bread

and Butterflies.

III. Pre-asessment

A. Form A of the "Test for Understanding of College

Economics" will be given to each student. This is a

nationally normed instrument.

B. Vital statistics r6gardirig the pre-test and post-test

analysis will be shared with the students.
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IV. 'Main Activities

A. Instructor Activities: The instructors will proceed

through four booklets related to economics, manpower

and career education. 'These booklets, entitled

I(t) Work(s) include a brief overview of economics

related to career education-and topics on socio-economic

change, technology, and marketability.'

B. Student Activities: Students, after reviewing lesson

plans from the World of Work Economic Education

package, will be expected to create onb lesson plan or

learnina activity package for OaCh of at least three

of the World of Work Economic tducation concepts,

V. Post-Asscsment ,

A. Form B of the "Test for Understanding of College

.Economics" will .be giVAVeach student.

B. Po:Ailts will 11 shared with tfle students.

C. A survey concerning attitudes towards this secticn of

.the course as-well as its possible adaptationo:to the

sChool classrOom will also be adminiStered and

discued.

VI. Materials and SuPplies

. A. I(t) Work(s) package

B.' Student teaching aids

C. Tilf World of KGrk Economic Education handbook.

, 182
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VII. Resources

A. The learning lab, educational T. V., and selected

career education materials will be utilized by all

students.

B. The micro teaching lab and video tape equipment will

be utilizqd.

JUL Time Estimate: This-unit can be comPleted in four 21/2'hour

sessions.

IX. Cost Estimate

A. Estimates on the Iill_Work(s) package, minus audio-

visual equipment,are approximately $5.00 per booklet

set.

B.I The World of Work Economic Education materials cost

\,,Qpproximatelv $3.50.

C., The University mky wish to buy the entire LI)t Work(s)

audio-visual package for $850.00 from the World of

Work Economic Education Center at North Texas State

University.
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Seminar on Research in Careers

developed by

Dr. David V. Tiedeman
Division of Counselor Education and
Director, ERIC diearinghouse in

Career Education

Northerri Illinois University

Course Out3i--

1. Descriptiu This course is designed as an advanced level

seminar in ,.. .- theory, decision theory, career slitisfaction,,

research ir and the social issues in career development.

Subject mat'

Vocatii.choice

b. Vocational adj,J,stncr.t

Vocational mo'..Lvation

d. Vocational Satisfraction

e. Decision thoory

Self theory

a, frosearch anq research techniques

h. Theory construction problems

i. Social issues women, minoriC.::sk trends, computer-based

pr--ams, etc.)

3. C-mpetencies

-. A 'omparative Anderstanding of th c. elements of vocational

development ,'.eories

(1) Roe
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44.
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(2) Hol .nd

(3) Cin.-)erg et al

(4) Supe-

(5) Tiedeman and O'Hara

b, Nn understanding of career development and of the i,nfor-

, ming ,process in it.

c. An understanding of the developmental nature oi vocational

choice.

.d. An understanding of the research-:derived ,:orrelates of

career choice (stimulus, organismic lnd respons variables

as defined by Critrs and their related conce.:)ts).

C. Familiarity with the major longitudinal stuies in the

field of career development

(1) S6per's Career Pattem Study

(2) Cribbcns and Lohne"s Study of Rea6;iness for Vocatioal

Planning

(3) Crites' Voci'Lional DevelopwPnt Project

(4) Project TALENT

(5) Cooley's,research

L. Understanding z,;.currenc issues ii the field (women,

. minorities, meac:arement,

q. Far,liarit:y with Ulf.- ",ajor research tools and measures

u!--f'd In career research..

h. Pri appreciation of tneory c:mstructi4on problems,

integlated personal theory of career development in which '

yo:, have suffi-4ent. c,Jnfidence to practice.

.16
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4. Activities

a. This course is designed as an advanced level seminar with

the major part of the course based upon the seminar

format.

b. Library res2arch,,student presentations, and instructor-.

based discussion and lecture will he utilized.

c. Students will be encouraged to plan a. research project

of their own.

Pre and post assessment revealed a considerable gain in

the students' knowledge of careei development theory and in their

ability to describe their own careers. Also, with one excePtion,

the students' proposals for research designed to test differences

of opinion which they had with an established theorist were

A major difficulty encountered was the fact that none of%

rated as displaying above minimum competency.

s-htia IirTET-3flati tjUct-thd- career-development -theory irto entry

into the °nurse. This meant that six of the sixteen :lass periods

were devoted to carqer development theory, which precluded the

attainment of the full range of course competencies. Much less

time'remained to devote to the research on vocational behavior,

. to research instrumertation, and to longitudinal studies of careers.

Bicause of these difficulties, it,is Strongly recomme.ded that the

course on car2er development theory be made a prerequisite for

entry into tLlis research seminar.
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A knowledge of,career deve1opment theory, of the major

lines of career development research activity, and of the philo-
0

sophy of science are ssential for persons teaching this course.

Sirce stL-It.nts are not uniformly excised about doing.

-esearch, it is recommended that this course be taught as a

rese, 7ch laboratory to help incrase mttivation and to encourage

initiative in research. It would be ideal to create a center for

research in career development at the uniVersity and to involve

,t_udents in actual research work being carried on there.
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Teaching for Career Development

in the Elementary School

developed by

Dr. Walter Wernick
Department of Elementary Education and

Director, ABLE Model Programing

Northern Illinois University

Coure Outline

1. Description

183

a. Planning, imPlementing and evaluating career development
!

programs in the elementary school

,

i b. Refocusing curriculum areas to meet caree' development
,-

l

1
objectives

2. Subject Matter

a. Action goals of the.State of Illinois

b. Career development programs funde by state and national

id

agencies ,
'

('. Cdroor development programs as implemented by selected .

school districts (Peoria, Glen Ellyn, Mgywood, DeKalb)

d. The 4.or(4,r development-process - 4'

Planning threl_gh the "organizing center" approach

Parental involvement in school programs

ft. The utilization of community resources

h. The relevalie of traditional subject areas to the acti-

Vitir. of c,iive adults

192.
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i. The changing world of work

j. The utilization of instructional support systems,within

a school district

k. Planning, implementation and evaluation of instructional

programs refocused to meet career development objectives

1. The teacher as a career development model

3. Cornpetencçs

(A. Identify components of a parental involvement program.
-

b. Identify components of a .community resource utilization

.system.

c. IdeRtify elements of the career development process such

as, inquiry, values clarification and decision making.
1

d. Utilize instructional planning techniques to aid career

development.
. ,

e. Develop methods by'which resouree peoplf can be utilized

in instructional environments within school and outside

of school.

f. Analyze techniques to utilize-the instructional support

systems of the school more effectively.

Q. Discuss significant trends in the world of work.

h. Utilize techniques to individualize instruction to meet

local career development objectives.

Identify ways by which'career development planning and

instruction can be evaluated.

j. Identify ways the visibility of the work of the teacher
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can be enhanced.

4. Activities

a. Studying career education plans and requirements developed

by the Division of Vocational and Technical EdUcaion,

State of Illinois and the-Office of the Superintendent,

State of'"Illinois

b. Studying reports of,state and national funded projects

c. Other reading n2ferences

d. Viewing films, filmstrips, and sound-slide programs

43 Discusing topics with zplected resource people

IfIterviewing resource people in the field

e. Reporting of interviews to the class
et

ho Writing plans to meet career development-objectives
4

i. 'Analyzing ideas, strategies, and materifals produced to

meet career development objectives

j. Evaluating the work performed to meet course objectives

and the work of the instructor of the course

EvaluatjA

The offering of this course on extension is one of its

greaLc.st: sitrengths. This provides more opportunities for direct

-application in Lhc classroom and for closezup ff.)cusing on per-

Linent_ a2pect'of,..local career education programs. The variety

ativitieqand frequent opportunities for practical sharing

wer(, also cited by student:3 as strong points.

1 9
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While this course was specifically designed for prac-'

ticing elementary teachers, its application-cari be broadened

by either developing components for other levelslof instruction

or'by altering the entire course to include all teachers.

Applicability to various instructional levels can also be'

achieved through more extensive use of individualizatiOn, through

micro-laboratory experiences and through stratified classroom

applications.

It is suggested that persons teaching" this course hve

the following background:

1. experience in teaching at the level(s) of school

inolved,

4- a thorough understanding of career education theory

and its relation to practice in the classroom,-

3. familiarity with schools in the area, i.. e., know-

ledge of thoiT current: general programs and career education

1),,ractices0
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Sample Lesson Plan

Teaching for Career<bevelopment

in the Elementary School

People are Primary Sources for
Career Development Ideas

by

Dr. Walter Wernick

I. Main Ideas

leb
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A. Career development focuses upon the lives of people. ,

B. Students need to be put into direct conact With

active adults.
1

C. Students need to learn skills to communicate with

adults.

D. Students need to learn t.r. process career deVelopment

,data obtained from adults.
. V"

E. Studen need to learn to share information obtained
,

from pAmary sources.

II., Objectilie

A. Teachers will include authentic'people in their list

of resources for planning and implementing their

instructional programs.
9

B. Each teacher will select resource people to meet

the needs bf.112.s learning environments.

C. Teachers will provide opportunitiQ.s for students to

learn the communication and inquiry skills needed for

caxeOr development interview sessions.

197
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D. Teachers will follow through-with the'development of

research skills, value carificat.ion skills, and

sharing sk:ills after interview sessions.

E. Teachers will evaluate their utilization of resoilrce

people to Aprove their effectiveness in delivering

"academic" programs as well as programs specifically

oriented toward car,=?er development themes.

III. post-Assessment
1

Ao Teachers will be asked to identify the elemcnts-of.

"career education a!;* they perceive it. They will

compare their j.isting with elements identified by

others .(including the college instructor).

B. Sources of information about career development will

be prepented with the suggestion that people are

primary sources and should be utilized.

DV. Main Activities
a

A. leachers will be given a packet of occupation cards.

Each Card will have the title of one occupation,. e. g,,

newspaper reporter. Teachers will, be asked to choose

resource people appropriate to their age/grade level

from among the occupations on the-cards.

B. After a period of three to five minutes, teachers will

be told that they can only,choose one resourde person.

"Which one is best for you?" All other 'occupation

crds are to be put back into the packet.

1.
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C. Teachers are asked to tell which one -resource person

they ch.)se and why they made the choice.

D. Discussion of choices shOuld focus upon each tehcher's

imaginative view of: how the resource person could be

uti.lized and why the choice was made.- (A parent has

the occlipation; student iliterest:Ne person in mind

is a colorful character; a teacher does the activity

part-time and is easily acce3sible; the students are

unaware of the work the person.does and heed to be

informed;

E. Teachers are conTiatulated for thinkihg th.rough their

needs and for their wise use of ccmmunity resources.

F, Teachers are asked to imagine that tIle person they

, chose will be in their learning enviroameht. How
4

will they p.repare the class? How.will they prepare

the'resource personZ_.

G. Teachers are helped to s2e interviewing as part of a

larger process of inquiry;_valuc clarificati.oh, and

sharing inforMatioh. puidelines)aie developed to

help.studonts shape and ask questions, Activities

are dittussed which further develop the personal

meanings obtained, from direct experience with a
7

resource person.

V. Post-Assessment

A. Each Leacher develops an "organizing center" form

190
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for his or her own situation. This form'identifies

the resource peopte (and other things and places) to

be utilized, the cont:eht to be correlated andnfused,

and the endproducts to 'be devyloped bY the class members%

B. The "organizing center" plan for 'thinking through

§pecific-objectives, resources, and activities is

shared with other teachers and the instructor of the'

course. Suggestiens to narrow or broaden activities

disclkssed wi3O rin main Lhought beir-I the teache is

e

the manao2r Lhe Learning environment and is the

final decision titaker regarding what,,is planned and

implemented in his or her clasroom.

C. Emphasis is upon developing4the interactive processes

of inquiry and value clArification, not upon specific

clusters of occupations or quanti'cies of resource

'people. Evaluation is lip terms of the viays each

teacher has prov ded for the development of intctrviewing

skills and their utilization within the regular

rurricylum of his or her school.

VI. Materiain and Supplies.

WorkshnetS

1. What is career education?

a. What does IL include?

b. :What should I do?,

c. What should my school do?
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2. Guidelines for interviewing
I.

a. Preparing the student

b. Preparing the resource.person

c. Sample questions .

d. Follow-up activities

3. Organizing center planning forms

4. A focusing instiuctional unit

B. A packet of index cards for each participant. There

are pproximately thirty to fifty different occu-

pations in each packet.

Time Estimat-

A. The unitcan be taught in segments or all at once,

depending upon the numbers of participants land their

backarounds. Practicing teachers know their "cLiriculuie-

'without l.Doking at scope and sequenC6 charts. Neo- 7

phytes may need to work with curriculum guides or work ,

collab9ratively with experienced teachers,

B. Sample.lessons and units should be shown inter-).

mittently, not studied in depth as models. Each

teacher's imaginative use of resource people must be

the bull's eye, not a. one-time written plan done up

r1 proper form. SRills of the instructor in bringing

appropriate examples to mind, in extending the ten-

tative thoughts of participants, and in encouraging

a refocusing of ,instrUcticinal elements are the key

.201.
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determinants for the time factor. The instructor

' must be thOroughly farliliar With the,work of many

'effective teachers.

C. The texts for the ::ourse show how activieies could

be orir4inated, correlated, and evalLiated. .Hew fast. or

1-rOw far 'the instructor proceeds depends upon his or her

own eXiwcfations fo r. the group. This unit could be

accomplished in one to eight hoursa

VIII. Cost Estimate

t.

A. Packets can Ixe develoPed at"moderate cost. The Jones

text costfs $0.95. The APfbUS materials can, be pur-
,,

chased for $9.15. Many of the worksheets are in the

public domain.
/

B. ,The most expensive iteM in this unit is the person

116.-

deliveririq the instruction. There can be no sub-

stitute for the person-to-person developmentaof ideas,

for the involvement of participants toward the unit's

objectives, and for the instructor's expertise in

sharing credible, imaginative approaches to the work

teachers niast perform;
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Career Education.Tchnioues'- r,

developed by

Dr.-Anna Miller-Tiedeman
Carcer Guidance Coordinator, Dekalb High School

Dehflb, Illinois

and
,

Dr. Robert 3, Nejedlc, Dirgctor".
Ccunseling.and Student Development Center

, 'Northern Illinois University

Course- Outilsine
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1. Description: 'An interdisciplirmry course on career educatio-,
^

-

, techniques for those, ,i,ntending to be counselors; teachers, or

administrators at tle elementary, secondary, cdmmunity col7

loge, higher educationi'or adult and. contihuing education

levels., This course is required for those 9eeking sedcn-

dary;counSelor certification.

2. Subject Matter

a, Overview-of career development theory

(1) ROC'

(2) Holland

(3) Super

(4). Ginzberg, et al.

(5) Miller-Tiedeman

(6) Tiedeman

'b. Career content and process

c. Th c6ncppt of "design a self," usino Loevingerls theory

203 .
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of ego development.

d. Career guidance and sequential career guidance programs

e. Implicat,ions and Jpplications of process teaching for:

career education

195

f. Career counseling

g.. Implications and applications of peer counseling for

career education

h. Ccprehending proceSs in teaching and counseling

i, Processes in attaining organizational goals

j. Implications and applications of organizational prdCesses.

Computer-based information systems

1. .Printed and norerprinted, resource materials for career

education

m. The 1.,1acoment service at different levels with sample

Forms and related discussion.

n. Evaluating career education programs

(empetencies

a. Explain the concept ,-.md function of the ERIC Clearing-

house in Career Education to a fellow class member and

to a profssional in a work getting of your choice. .

b. Briefly describe.in writing the carcr development

thoories'of Poe, Holland, Ginzberg .1.t al., Super,

Miller-Tiedoman, and Tiedeman.

c. DeCine "career content" and "career process."-

d. Pecogniz'and Aiscuss the difference between career

201.
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process and content.

e. .
Clarify the process of career education through a mini-

__
....

teaching experience.

Clarify the process of career education through a mini-

counseling experience.

g. Present a project detailing the components of a sequential

career education program related to your choice of work

setting from either a teaching,"courseling, or adminis-

trative perspective. Include evidence of your knowledge

of career education techniques.

h. Present an appendix to the project referred to in objective

seven containing appropriate resoUrces in career

education.

i. Present a plan for evaluatinc theproject referred to in

objective seven. \

4. Activities

a. Films, slide/cassette presentations, and s de presen-

tat1ons

b. Demonstmation and use of ERIC
-

c. Career interviwina

d. Group and class discUssion

0. :\lini-teachina and mini-counse1inc experiences related

t to the process of eareer education

"Hands on" exoeriences with occupational view decks,

career clames, otc

2
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q. Field ti'ips and visits

h. Design and presentation of career,education projects

-------
i. Numerous handouts.and sample forms-

j. Written examinations

Evaluation

-Team teaching preyed te be an excellent-arrangement- for--

this course. A variety of appraoches could be drawn upon from

the different backgrounds of, the two instructors. The strengths

of the course were the emphasis placed on understanding the career

de,-elopment roles of the various professions represented in the

student enrollment, and the emphasis placed on the imp-Jrtance

of theory to inform practice at all levels. Perhaps the most

significant outcome was the students' increased awareness of

themselves as career education resources, and their increased

ability to use themselves as such.

The class size of thritv-eicht made it somewhat diffi-

cult to respond to individuaf needs. A class size of twenty or

less 7o.ald-, of course, be most desirable. Greater-use of-micro-

tchin and learnin7: center experiences for more individuali-

zation of Llstrtion would also be helpful in this reaard.

It is reco=ended that persons plannina to teach this

-c.urs!- hve the following preparation:

,,nderstanding of career development theory and its

relon to career education p-2actice,

20c)



198

2. experience in the conduct of career education programs,

3. access to exempLlry caroer education programs for

on-site visitations.
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Sample Lesson Plan

Career Education Techniques

Defining "Career Content"
and "Career Process"

I. _Main Ideas

A. -Career Content

1. Parent attitude

2. Teacher attitude

3. Friends

4. Cultural influences

5. .Academic success and- failure-

6. Economics

7. Interests

B. Aptitudes

9. Self-concept

,10. Early coals

11. Technology

12. Chancinc concept of work

13. aN.tra curricular activities

14,. Abilities'

E. Career Process

1. Chance

2. Opportunity

_3. Time in istory

4. Fol7ow th-o=h

2 0 9
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5. Failure to follow through

6. Decision making

a. Getting information

b, Taking.risks

c. Recognize the career problem

d. Availability of information

c. Possibl.e alternatives

f. Clarifyillg alternatives

g. Considering determiners and influencers of

career decisions.

11. Objectives

A. To understand the Complexity of career development over

a life span by learning to distinguish the content of

a career from the process of a career thile analvzing

another person's career development
_

S. To jud:Te how much of a particular per52nn's career

developmen't has been bv chance and how much by choice.

III. Pre-assessment: the Studenr will write a description of'

what he or she thinks is meant by "content of career" and

"process of caree,-."

IV. Main Activities

A. Students are paired off and instructed to interview

each other for fifteen minutes each.

S. F_ach pair is given an additional fifteen minutes to

write up the interviews.

2 1
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C. Instructor and Audents participate in a discussion

concerning "the content of career" and "the process

of career."

D. The instructor asks students for examples of career

conterit from 'their interviews and lists these on th.a:.

board for students to observe and record.

E:N,The instructor asks students for examples of career

process from their interviews and lists these on the

board for students to observe and record.

V. Post-assessment: Students write a detailed explanation of

What' they now think "content of career" and "process of

VI.

career" mean, givina- specific-examples from the inter-

N-iews and/or from their own lives.

:.a.terials and supplies: none

VII. T;me.Estimate: V; hours

VIII. Cost estimate: none

Ix. resources: assigned readings

or

, 2 1
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Or anizaeion and Admfnistration

of Career Education

developed by

Dr. Richard'Erickson
University Coordinator for Vocational

and Technical Education and.
Associate Director of ERIC Clearinghouse

for Career Education

and

Dr. David V. Tiedeman
Division of Counselor Education

and Director, ERIC CLearingouse in
Career Education

Northern Illinois University

Course Outline-

I. Description: The study of-the organization and management of

sctrool and community resources for the career development of

students. Activities Will include field visits and the

evaluation of carc:er education programs.

2. Subject Matte.r

a. Career education program planning and evaluation with

special reference tb the State of Illinois.

b. Development and use of total program objectives.

c. Career education programs and students,served:.

d. Using school and community resources in career education

ptogram deVelopment.

e. Guidance and auxiliary services for career education.

fo Locally directed program evaluation.

2 1 2
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g. Illinois state guidelinesfor program reimbursement.

3. Competencies

a. Present a brief synopsis of career.development stages

and describe the relationS'hip of these stages to career

ducation programming.

b. Describe the Illinois 3-Phase System of Evaluation, its

influence on career education program planning, and its

implications for public school districts and universities.

c. Write program management objectives

d. Detail the procedures, activities and forms for:
-

(1) a team approach to developing program management

objectives for a local district one and-five year

plan for career education.

(2) using program management objectives for total

program planning and aNf=aluation.

e Describe adequate programs for career awareness, career

orientation, career preparation', vocational education,

and post-secondary career education programs. Include

program goals, content, activities, personnel involved,

equipment used and students served.
_

Describe methods for developina-an adequate system of

advisory councils, and-for ihvloving various other resource

peoPle in career education procram planning.

,Define terms used in career education program plannina.

Describe specific career auidance .services givina.special

2 13
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attention to placement and follow-up.

i. Describe the roles of various individuals in career edu-

cation program planning and evaluation.
ktr

j. Describe the various types of reimbursement that can be

sought for career education programs.

4. Activities

a. On-site.visitations

b. Lecture and discussion

c. View films

d. Prepare abstracts of materials read '..lutside of class

e. Library research

f. Written examination

2. Compute amounts of reimbursement porvided for particular

career programs

h. Develop a local district one-and-five year plan for

career education

Evaluation

Pre and posCassessment revealed a sustantial increase

in the students' confidence in their ability,tO perform on all

of the course competencies. In general, the students-considered

themselves well preparedjn this area of career education at the

conclusion of the course.

The qreatest strenqth cf this course was its well-planned

orqanization of distinct procranned and tiansportable modules.

- 2 14
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However this aspect also proved to bp problematical at times

because tfie course was occasionally too.highly organized to

allow as much freedom in the classroomtas was desired by the

studehts and/or .instructors. Modifications of the original

modules and of the modes of-presentation are planned to eliminate

this difficulty.

It was found that this course was idealfor team teaching

because of the balance that could be struck between the occupa-

tional emphasis of one instructor and the umbrella career emphasis

of the other instructor. Other suggested-changes in the course-

are to increase the use of micro-laboratory experiences, and to

increase the amount of field work. The possibility of students

participating as special members of DepartMent of Adult, Vocational,

and Teclfhial Education pfogram evaluation teams is under consi-

.deration..

A comprehensive understanding of both occupational

education and career education is,essential to teach this course

outlined-here,7 Access to current information in these two

areas, as well as local availability of exemplary programs, are

crucial to the-success of thisycourse.
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Sample Lesson Plan

Organization and Administration

Of Career Education

Using S6hool. and Community Resources
for Program-Development

I. Main Ideak_,N

A. Advisory councils

1. Definition and _composition

2. Types

a. General

b. Individual program

3. Plannina and development activities
\

a. Program.objectives

b. Equipment selection

c. Facilities planning

d. Manpower needs survey

e. Proaram evaluation

(1) reaction to program proposals

(2) new programs

(3) program elimination

208
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4. Assessment (review of objectives and informal assess-

ment of students' level of development).

B. 0 crani-ina resources for procram development
....C

1. Contractual agreements

Z. -Area vocational centers

217
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3. COOperaiive vocational programs

4. 'Joint agreementg

5. Learning resource center

6. Assessment (review of obje.2tives and informal

209

'

assessment of students' level of development).

Mechanisms for involving school and community person7

nel in prbgram planning.

1. Students

a. Need for various programs

b. Evaluative data for program improvement

2. Parents

a. Need for NPariOus programs
_-

b. Evaluative data for proaram improvement

3. Occupational teachers

Individual and total prograt objectives
.1*

b. Evaluative data for program improvement

c. New program ideas

4. Guidance personnel

a. Evaluative data for program improvement

(1) Follow-up data
, 7

(2) job placement data

(3). Assessment of students' needs for occu-

pational preparation

b. Critee7ia and procedures for identifyina the

disadvantaged and handicapped

21-8
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c. Procedures for student selection and classi-

fication

5. Personnel from feeder s:Chools

a. Program objectives

b. Program description

(1) Content

(2) Methods

(3) Fac.7ilities

(4) Studc-nt

6. Assessment (review of objective and informal

assessment of students' 1 of development)

II. Objectives

A. Graphically,develop an adeq te system of ,advisory

councils for-a di.strict's car9er education program

e.

and describe the activities of each council.

B. Define the Tollowing and describe situations in which .

'each Alight contribute to the devedopment of a strong

occupational program0

1. Contractual agreement.%

2. Area/vocational center-_
.

3.* Cooperative vOcational program

4. Joint agreement

5. Learning'resource center

C. .Describe mechanisms for involving each of tue.fol-

lowing types Of individuals in planning a career
0

program and tell the77pecified types of input they
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can be expected to provide.

1. Students

2. Parents

3. Teachers

4. Guidance personnel

5. Personnel from feeder schools

III. Prd-assessment: Students indicate their level of devel-

opment with regard to each unit objective by using the

following scale: 0-no knowledge; 1-some, but not complete

knowledge; 2:complete knowledge

IV, Main Activities

A. Students read Department of Adult Vocational and

Technical-Education Guide for Planning, Organizing

and Utilizingjam!auacils and other selected

materials concerned with using school and community

resources.

B. Students summarize all readings. Abstracts are sub-

mitted to the instructor in 3 x 5 card format and

evaluated and returned-to students for their files.

4.

C. Lecture and Discussion

V. Post-assessment: Students prepare a written response to

each of the unit objectives and submit them to the instructor

for review and constructive criticism. Responses and

instructor's comments are returned during the following

class meeting.
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VI. Materials and Supplies: 3 x 5 index cards

VII. Resources: Assigned readings

VIII. Time Estimate

A. The unit can be taught in three separate one hour

segments.

B. The remaining activities take place outside of class

and the amount of time will vary with each student.

IX. Cost estimate: The only cost involved for this unit is

the purchase of 3 x 5 index cards.

221
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Ch4Rter Summary

This chapter presented a formative evaluation of

six career education courses taught at Northern Illinois Univer-

sity. A course outline and sample lesson unit were provided

for each of the six courses.

222



BIBLIOGRAPHY

Abernathy, L. M., Luker, W. A., and White, S. Itt) Work(s).
Denton: It Works, 1975.

ABLE Model Program. Dekalbt- Northern Illinois University,
July 1970-August 1973.

American anstitutes for Research, Career Education in the
Public Schools: A National Survey. Palo Alto: Ameri-
can Institutes for Research, 1976,

Anderson, D. "What,a High School Class D,ic with Fifty Years of
Life." Personnel and Guidance Journal, 45 (1966): 116-123

Angel, Juvenal. Wh and How to Pre are an Effective Job Resume.
New York: World Trade-Academy Press, Inc., 1956.

Association for Supervision and Curriculum Development. Life
Skills in School and Societ Associationfor Supervision
and Curriculum Development, 1969.

Astin, A, W. and Nichols, R. G. "Life Goals and Vocational
Choice." Journal of 210211s!ciplasl-Islay 48 (1964): 50-58.

Atkinson, J, W. "Motivational Determinants of Risk-Taking
Behavior." Psychological Review 64 (1957): 359-372.

Bailey, L., ed. Facilitating Career Develo ment: An Annotated
Bibliography. Springfield: Division of Vocational and
Technical Education.

and St,tdt, R, Career Education: New Approaches

tol_ltIman_Dnent. Bloomington: McKnight, 1973.

D.11, T. H. "An Inroduction to Career Education." Journal
of Career Education. 2 (1975).

Benjamin, L., Church, J. and Walz,- G. "Enhancing the quality of
life through Personal Empowerment." limpet: Advancing
Human Services. 3 (1975): 55-59.

B1,1i, B., Jr. "Occupational Study of Job Satisfaction and Need
Satisfaction." Journal of E erimental Education 32
(1964): 383-388.



Blau,

215

. H., .Parmes, H. S., Gusted, J. W., Jesson, R. and Wilcock,

R. C. ."Occupational Choice: A Conceptual Framework."
Industrial and Labor Relations.9 (1955): 531-543.

et al. "Occupational Choice Participation and Social

Mobility." Industrial and Labor Relations Review. 9

(1956) : 531-543.

Blum, F. L., McNain, D. M. and Larr, M. "SVIB Scores of Clinical
Psychologists, Psychiatrists and Social Workers."
Journal of Counseling Psychology 9 (1962): 176-179.

Polls, R. N. *What Color is Your Parachute? Berkeley: Ten

Speed'Press, 1972.

Boyd, R. E. "Factors in Career Choice." Illinois Reacher for
aCemtcpcmlr/IRJII2f. 16 (September 1972--June 1972):

323-333.

Byrn(., J. J. "Occupational Mobility of Workers." Monthly Labor

Review (February 1975).

Campbell, R. E., Walz, G. R., Miller, J. V. and Kriger, S. F.

Career Guidance: A Handbook of Methods. Columbus:
Charles E. Merrill, 1973.

Career Education Program Planning, Task Group I. Final Report

and Recommendations. DeKalb:47porthern Illinois
University, ilune 1975.

Career Education: An ERIC Bibliography.
Information, 1973.

Carey, M. "Five Million Opportunities."
Quarterly 15 (1971): 2-11.

Carim, L. 0. "Vocational Decisions and High School Experiences."
yo_L-NatioraiGuiciar 8 (1960): 168-170.

New York: Macmillan

Occupational Outlook

Carkhuff, R. et al. "Do We Have a Theory of Vocational Choice?"
Personnel and Guidance Quarterly 8 (1960): 335-345.

and Drasgow, J. "The Confusing Literature on the

OL Scale of the SVIB." Journal of Counseling Psychology
10 (1963): 283-288.

Centers, R. and Bugental", D. E. "Intrinsic and Extensic Job
Motivation among Different Segments of the Working

Population." Journal of Applied Psychology, 1966.

221
0



214

Church of Jesus Christ of Latter-Day Saints; Teacher Development
Program. -SlIpervision in Teachiz12. Salt Lake City, 1971.

Combs, A. Beyond Behavioral Objectives. Washington, D. C.:
Association for Supervision and.Curriculum Development,
1972.

Course Develo ers Preservice Career Education Project. DeKalb:
Northern Illinois University, 1975,

Crites, J. 0. Vocational Psychology. New York: McGraw-Hill,
1969.

Crystal, J. C. and Bolles, R. N. Where Do I Go From Here With
My Life? New York: Seabury Press, 1974.

Cunha, J. E., et al., eds. C reer Develo ment: A California
Model for Career Guidance Curriculum K-Adult. Fullerton:
California Personnel and Guidance Association, 1972..

Darcy, R. L. and Powell, P. E. U2:222xuand Economic Education.
Denver: Love Publishing Co., 1973.

Division of Adult, Vocabional and Technical Education. Career

Education for All Students. Springfield: Division of
Vocational and Technical Education, 1973.

Division of Vocational and Technical Education. A State Plan
for the Administration of Vocational and Technical
Eth,cation in Illinois. Springfield: Division of
Vocational and Tychnical Education, bulletin 3-874, 1975.

An Aid for Planning Programs in-Career Education.

SprThgfield: Division of Vocational and Technical
Education, 1975.

Criteria for Program Ap royal and Financial Support
for the Administration of Occupational Education in

Illinois. Springfield: Division of Vocational and
Technical_ Education, 1973.

Elementary Occupational Information Prograin:

Ke'stone to Career Develo ment. Springfield:. Division
of Vocational and Technical Education, 1974.

Guidelines and Format for Preping Local District

One and Five-Year Plan for Occupational Education.
Springfield: Division of Vocational and Technical
Education,



217

Drier, H. Career Development Resources: A Guide to Audiovisual

and Printed Materials. Worthington: Charles Jones, 1973.

Drucker, P. F. The Effective ExeCutive. New York: Harper &

Row, 1967.

Dunnette, M. D Wernipont, P. and Abrahams, N. "Further Research

*on Vocational Interests Differences among Several-Types

of Engineers." Personnel and Guidance Journal 42 (1964):

484-493.

EaStern Illinois University. Career Education: K through 6--

'Annotated Bibliography. Bloomington: Eastern Illinois

' University, 1973.

Edwards, W. "The Theory of Decision Making." Psychology

Bulletin 51 (1954): 380-417.

Englander, M. E.. "A Psychological Analysis of'Vocational Choice

Teaching." Journal of Counseling Psychology 7 (1960):

2137-264.

FPIE Cai.eer Education S*E*T. New York: EPIE Institute, 1975.

ERIC Clearinghous in Career Education. Key Resources in Career

Education: An Annotated Guide, DeKalb: Northern

Illinois University, 1976.

Forrin, R. I, and Arbeiter,- S. A Summary of Bridging tba_c221

A Study of Education-to-Work Linkages. New Ynrk:

College Entrance Examination Board, 1975.

Forer, B. R. "Personality Factors in Occupatioral Choice."

Educational Psychological Measunment 13 (1953): 361-366,

Froelich, H. P. and Wolms, L. "Job Satisfaction as Need

Satisfaction." Personnel Psychology 13 (1960): 407-420.

Gaslinsky, M. D. "Personality Development and Vocational Choice

of Clinical Psychologists and-Physicists." Journal

of Counseling Psychology 9 (1962): 299-305.

Gonoral LQarning Corporation. Career Education Resource Guide.

Norristown: General Learning Corp., 1972.

Gilpatrick, E. "Education for Work: A Full Employment Strategy."

The Annals of the American Academ 418 (1975): 147-155.

226



Ginzberq, E., Ginzberg, S. W., Axelrod, J. and Herma, J.

Occu atienal Choice: An Approach to a General Theory.

New York: Columbia University Press, 1951.

"Perspectives on Work Motivation." Personnel 31

(1954) : 43-49.

218

"Toward a Theory of Occupational Choice." Personnel

and Guidance Journal 30 (1952): 491-494.

et al. "Toward a Theory of Occupational Chpice."

Occupations 30 (1952): 491-494.

"Toward a Theory of Occupational Choice: A

Restatement." Vocational Guidance Quarterly 20 (1972):

169-176.

Goode, W. O. "Community within a Community: The Professions."
American Sociological Review 22 (1957): 194-200.

Gray, J. T. "Personality Needs in Occupations: A Review of the

Literature." Vocational Rehabilitation and Education

Service. Department of Veterans Benefits, Veterans

Administration, 1959. pp. 22-25.

Green, L. B. and Parker, N. J. "Parental Influence Upon,

Adolescents' Occupational Choice: A Test of an Aspect

of Roe's Theory." Journal of Counseling Psychology 12

(1965): 379-385.

Gysbers, N. C. and Moore, E. J eds. Career Guidance, Counseling
and Placement Elements of an-Illustrative Program Guide*

Columbia: University of Missouri, 1974,

et al. Career Guidance, practice and perspectives.

Worthington: Charles A. Jones, 1973.

Hadley, R. G. and Levy, W. W. "Vocational Development and

Referet;ce Groups." Journal of Counseling Psychology 9

(1962): 110-114.

Hagen, D. "Careers and Family Atmosphere: A Test of Roe's

Theory." Journanagling_p_sco 7 (1960):

251-256,

Hansen, L. S. Career Guid.1:--e Practices in School and Community.

Washington, D. C. National Vocational Association, 1970.

Harren, V. A. "The Vocational Decision-Making Process among

College Males." Journal of Counseling Psychology 13

(1966): 271-277.

227



219-

Holland, J. L. "A Critical Analysis." Counseling Psychologist

1 (1969): 15-16.

The Psycholoay of Vocational Choice. Waltham:

Blaisdell, 1966.

The Psychology of Vocational Choice: A Theory of

Personalit and Environmental Models. New York: Ginn,

1966.

The Self-Directed Search. Palo Alto: Consulting

Psychologist Press, 1971.

"A Theory of Vocational Choice." Journal of
Cou.i._n_qh_ol_..ogy 6 (1959): 35-45.

The Vocational Preference Inventory. 6th ed.

Palo Alto: Consulting Psychologist Press, .7965.

Hoyt, K. B. Career Education: Contributions to an Evolving

Concept. Salt Lake City: Olympus Publishing, 1975.

Career Education: What 'It Is and How to Do It.

Salt Lake City: Olumpus Publishing, 1974.

and Hebeler, J. R. Career Education for Gifted

and Talented Students. Salt Lake City: Olympus

Publishing, 1974.

Human Development Services, Inc. Life Careet Development.

System.. Ann Arbor: University,of Michigan, 1974.

Illinois Occupational Curriculum Project. Planningarld Activity

Manuals 1-5. Springfield: Divisionof Vocational and
Technical' Education, 1972.

Illinois Council on Economic Education. World of Work Economic

Education Im lementation Infusion and A tivities Packet.

DeKalb: Northern Illinois University,. 1975.

Illinois Guidance and Personnel Association, Task Force I.

Model Counselor Skills Training Program. DeKalb:

Northern Illinois University, 1975,

Isaacson, C. E. Career Information in Counseling and Teachiug.

2nd ed. Boston: Allyn and Bacon, 1971.

Ivey, A. E. "Interests and Work Values." Vocational Guidance

_guarterly 11 (1963): 121-128'.

228



220'

Jackson, Tom and Mayleas, Davidyne. The Hidden Job Market.
Scranton: .Harper and Row Publishers, 1975.

Jaquish, Michael P. Personal Resume Preparation; New York:
John Wiley and Sons, Inc., 1968,

Katz, M. R. Decisions and Values. New York: College Entrance
Examination Board, 1963.

Kinnane, J. F. and Caubinger, J. R. "Life Values and Work Values."
Journal of Counseling Psychology 10 (1963)t 362-366.

and Pablo, M. W. "Family Background and Work Value
Orientation." Journal of Counseling Psychology 9 (1962):
320-325.

and Suzredelis, A. "Work Value Orientation and
Inventoried Interests." Journal of Counseling Psychology
9 (19624: 144-148.

Kregel, J. Perspectives on Career Education: Module Part II.
LzAgrence: University of Kansa.s, 1975.

Kuhlen, R. G. "Needs, Perceived Need Satisfaction'Opportunitie5:,
and Satisfaction with Occupation," Journal of Applied
Psycho1ogy 47 (1963) : 56-64.

La Duca, A. and Parnett, L. "Career Education: Pxogram cin a
.White Horse." Education Digest, 40 (1974): 21-24.

Lake, T. P. Career Education: Exemplary Programs for the
Handicapped. Reston: Council for Exceptional Children,
1974.

Laron, M. E. "Career Education2s Most Vulnerable Front."
American Vocational Journal 49 (1974): 43-44.

Magisos, J.-H., ed. Career Education: Third Yearbook of
American Vocational Association. Washington, D. C.:
American Vocational Association, 1973,

Marland, S. P., Jr. Career Education: A P o osal for Reform.
New York: McGraw-Hill, 1974.

"Career Education: Every Student Headed for a
Goa] ." Education Digest 38 (1972): 2-5.

"Career Education Now." Education Digest 36
(May 1971): 9-11.

229



221

"Career Education Now." Vbcational Guidance
Quarterly 20 (1972): 188-192.

Massey, R. M., Kromhout, 0. M., Stone, V. I. and Kidd, W. J.
Career Education: An rntroduction, Tallahassee:
Florida Department of Education, 1974.

McClure L. and Buarr, C., eds, Essays on Career Education.

Portland: Northwest Regional Education Laboratory, 1973.

McKinney, L., Dozien, E., Harmon, D., Lynn, J and Meighan, J.
,Career Education Personnel Development: Ideas for
University Planning. Columbus: Ohio State University,
19750 ,

Merwin, J. C. and D. Vesta, F. J. "A Study of Need Theory
and Career Choice," Journal of Counseling Psychology 6
(1959): 02-308. 0

Miller, C. H. "Occupational Choice and Values." J'ersonnel and .

Guidance Journal 35 (1956): 244-246.

Moser, H. P., Dubin, W. and Shelsky, I. M. "A Proposed
Modification of the Roe Occupational C1assification.1'

Journal of'Counseling Psycholoqy 3 (1956): 27-31.

Nachmann, B. "Childhood Experience and Vocational Choice in
Law, Dentistry, and Social Work." Journal of
Counseling Psychology 7 (1960): 243-250.

National Advisory Counsil for Career Education, Interim Repo,t

with Recommendations for Legislation. - Washington, D. C.:
Gcvernment Printing Office, 1975.

National Advisory Council on Vocational Education. A National
Policy in Career Education, Washington, D.-C.:
Government Printing Office, 1974. i

National Vocational Gdidance Association. Career Decisions.
Washington, D. C.: American Personnel and Guidance
Association, 1969.

Nutter, Caroline. yhe Resume Workbook. CranstOn: Caroll

Press, 1970,

Odbort, J. T. and Trottern, E. E. Career Education Personnel

Model: Final Report. -Ann kralr: University of Michigan,

1974.

230



222

Olympus Research Corporation. Career Education: A Handbook for
Implementation. Washington, D. C.: Government Printing
Office, 1972.

Osipow, S. H. "Consistency of Occupational Choices and Roe's
Classification of.Occupations." Vocational Guidance
guarterlx 14 (1966): 285-286.

Theories of Career Development. New York:
Appleton Century Crofts, 1968:

, Ashby, J. D. and Wall, H. W. 70ersonality Types
and Vocational Choice: A Test of Hol and'S Theory."
Personnel and Guidance Journal 45.(1966): 37-42.

.Perrone, P. A. "Fac ors Influencing High School Seniors'
Occupational references." Personnel and Guidance
Journal 42 (1 4): 976-980.

'Pro'ert Peop-40. Bowling Green: Kentucky PubliC School.

PrOjec.: People o? Peoria. Pe.oria Pulic Schools.
ft

rq.oject Pro-CESS Stziff; .6arkler Education: An Intr.!duction,
Tallahassee: Flprida Department of Education, 1974.

Rec..

\
A. The Er-onomics of Work and Pay. New York: Harper

and Row, 1973.

ko!,sler, R. Career Education: The Now Frontiev, Northington:
Charles Jones, 1973.

Pettiq, J. L. Careers: Exploration and Doci.lion.
Cliffs:. Prentice.41a11, Inc 1974.

Poe, A. "Early Determinants of Vocational Choice."
Counselinq Psychology 4 (1957): 212-217.

he Psychology of Occupations. New York: John
Wiley & Sons, 1956.

Englewood

Journal of

, Hubbard, W. D., Hutchinson, T. and Bateman, T.
"Studies of Occupational History, Part 1: Job-Changes
and the Classification of Occupations." Journal of
Counseling Psychology 13 (1960: 387-393.

and Siegelmann, M. The Oriain of Interests.
Washington, D. C.: American Personnel and Guidance
Association, 1964.

C. 231



223..

Rosenthal, N. H. "The United States Economy in 1985: Projected

Changes in Opportunities," Monthly Labor Review 98

(December 1973): 18-26.

Posow, J., ed. The Worker and the Job: Co

Englewood Cliffs: Prentice-Hall, 1974.
in with Chan e.

Ross, L. C. and Zander, A, "Need Satsifaction and Employee
Turnover." 1)(5.fmr. l-sychology 1 (1957): 327-3380

Schutz, R. A. and Ma&Lr, L;. E. "A Factor Analysis of the
Occupational Cgice Motives of Counselors." Journal

of Counselirn PsYcholzxly 11 (1964): 267-271. '

Segal, S. J, "A Psychoan-aiytit' Analysis of Personality Factors

in Vocational f:Thloiqf.:." Journal of Counseling Psychology

8 (1961): 202-210.

Simpson, E. J. "The Home as a Career Education Center."
Exceptional Children 39 (May 1973): 626-630.

Small, L. "Personality Determinants of Vocational Choice."
Psychological Monographs 67 (1953): 351.

"A Theory of Vocational Choice," Vocationak
Guidance Quarterly 1 (1952): 29-31.

Stadt, R. W. and Bittie, R. S Kinneke, L. J4 and Nystrom, D. C.

Mana in Career Education Programs.. Englewood Cliffs:

Prentice-Hall, 1973.

State Department of Vocational and Technical Education. M/BE/

OH: Management 10y Objectives Implementation Sequence

Stillwater: Oklahoma Department of Vocational and
Technical Education, 1973.

4

Stevenson, J. An Introduction to Career Education. Worthington:

Charles Jones, .1973.

Super, D. E. The Psychology of Careers. New York: Harper &

Brothers, 1957,

"The Struc4lure of Work Values in Relation to

Status, Achievements, Interests and Adjustments."
--journal of Applied Psychology 46 (1962): 129-231.

"A Theory of Vocational Development." American
Psychologist 8 (1953): 189-190.

"Vocational Development Theory: Persons, Positions,

and Processes." Counseling Psychologist 1 (1969): 2-9.

232



224

and Bachman, P. B. Scientific Careers and Vocational
Development Theory. New York: Teachers College Bureau'
of PublicatioMs, 1957.

-

and Bachrach, P. B. Scientific Careers: Vocational
Development Theory. New York: Teachers College,
Columbia University, 1957.

, StarisheVaskcy, R., Matlin, N. and JOrdan,- J. P.
Career Development: Self-COncept Theory. New York:
College Entrance Examination Board,-1963.

Task Force of the Department of Health, Education and Welfare.
Work in America. Cambridae: The MIT Press, 1973.

Thelen, H. Education and the Human Quest. New York: Harper
and Bros., 1960.

Thrush, R. S. and Ring, P. T. "Differential Interests among
Medical Students." Vocatiorial Guidance QuLl-rterly
(Winter).972)_: 120-125.

Tiedeman,. D. V. and O'Hara, R, P. Career Development: Choice
and Adjustment. Now York: Collee Entrance Examination
Board, 1963. -

Tolbert, E. L. -Counselina for Career Development. Boston:
Houahton Mifflin, 1974.

"Training More People for Jobs in the 'Real World." U.'S. News
and World Report 74,(June 23, 1973): 49-51.

United St4'ates Department of. Labor. Dictionary of Occupational
Titles. 3rd. ed. Washinaton; D. C. Government Printina
0"ice,- 1967,

United StateS Department of Labor. Oc:upational Outlook Handbook.
Washinaton, D. C.: Government PrintinakOffice, 1974-1975.

Varaa. L. "Occupational Flounderina." . Personnel and G!..ddance

Journal 52 (SeptE,mber 1973-January 1974): 225-231.

Walsh, .R. P. "The Effect of Needs on:Responses to Job Duties."
,Tournal of Counseling PsYchplo7:-: 6 7959): 194-19S.

W F., od. "The Counselor andthe Quality of Life."
17pact: Advancina Human Sel-vices 3 (1975).

"Shoddin7 Lia-ht on Career Development." Impact:
A^vanc;n-7 HumaviCes ? (175).

933



225

, Smith, R. L. and Benjamin, L. A Comprehensive View

of Career Development. Washington, D. C.: American'

Personnel and Guidance Association, 1974.

Wernick, W. Teachin for Career Develo ment in the Elementar

School: A Life-Centered Approach. Worthington: -Charles

Jones, 1973.

Wricht, Audrey. The Business of Getting a Job. Chicago:

American Marketina Association, 1961.

Wul-Trin, R. Yellow Paaes of Learning Resources. Cambridge: The

MIT

ZytoW::ki, D. G. "Avoidance Behavior in Vocational Motivation."

Persdnnel and Guidance Journal 43 (1965): 746-750.

Neoar+

231





- ..

.

.


